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Abstract 
Psychological contracts are a popular framework for exploring contemporary 
employment relationships, yet an understanding of how these contracts develop 
remains limited (Rousseau, 2011). Such understanding is required so as to clarify 
outstanding conceptual issues and transition the psychological contract into an 
applied management tool. This research identified and integrated socialisation 
processes known to influence psychological contract development, hypothesising 
that differences would exist in both the relative and temporal importance of various 
social exchange mechanisms in newcomer psychological contracts. A multi-source, 
three-wave prospective longitudinal study was designed (n = 475, 193, & 59 
respectively). Measures included Rousseau’s (2000) Psychological Contract 
Inventory and Thomas and Anderson’s (1998) Thomas and Anderson Socialisation 
Questionnaire, both of which were validated by confirmatory factor analysis. A 
seven-factor structure of the psychological contract was identified. Multivariate 
relative importance analysis (Johnson & LeBreton, 2004) revealed fulfilment as a 
consistent and relatively most important development factor, uniquely explaining 
over a third of the model’s explained variance for employer obligations.  
Organisational socialisation factors contributed significant unique variance to early 
socialisation models but not to later socialisation models. Differences were noted 
between employer and employee obligation development. Social accounts were 
identified as a potentially valuable management tool, through their moderating 
influence between employer fulfilment and psychological contract obligations. The 
results suggested that newcomers developed a psychological contract from a socially 
constructed, interactive, and adaptive process. It is hoped this study guides future 
research to achieve deeper conceptual understanding of development processes, in 
order to improve the applied value of psychological contracts.  
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Chapter 1: A Literature Review and Integrated Temporal 
Model for Newcomer Psychological Contract Development. 
1.1 Introduction  
The psychological contract (PC) is a framework for understanding and 
researching the employment relationship (Rousseau, 1989; 1995). Defined as the 
“individual beliefs, shaped by the organization, regarding terms of an exchange 
agreement between individuals and their organization” (Rousseau, 1995, p. 9), an 
established PC represents the collective mental models—known as schema—that an 
individual creates to understand and function within their employment relationship. 
Contracts are promise-based and grounded in the individual’s belief that the contract 
agreement is mutual, so that the individual perceives both parties to have committed 
to exchange obligations (Rousseau, 1995; 2001). This process requires ongoing 
socialisation to occur between the employee and the organisation or its 
representatives: first to exchange obligations as the PC is formed, and second to 
deliver on those obligations throughout the life of the contract (Rousseau, 1995). In 
short, the PC is the employee’s personal guidebook regarding how to think and 
behave within their employment relationship. If organisations are to proactively 
shape and manage change within this relationship, they require understanding of the 
structure and socialisation mechanisms by which the PC develops. 
A substantial body of research exists that examines the outcomes of 
established PCs. Two general conclusions are that employees holding different types 
of PCs react differently to organisational changes (Rousseau, 2001), and that contract 
breach largely leads to negative consequences for employees and organisations alike 
(Zhao, Wayne, Glibkowski, & Bravo, 2007). However, it has only been the past 
decade that researchers have given more attention to the antecedents and 
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development of PCs (Rousseau, 2011). While researchers are beginning to elucidate 
a deeper understanding of the structure, processes, and contexts in which PCs form 
and evolve, much is still to be learned. It is important to advance our understanding 
of how PCs form and the circumstances under which contracts will be kept or revised 
(Conway & Briner, 2009; Rousseau). With this understanding, organisations may 
proactively plan and shape employee PCs to best align with business requirements. 
Without this understanding, organisations are left reactively managing PCs that may 
or may not support their business requirements. 
1.1.1 Research Goals and Anticipated Contributions 
The aim of this research is to contribute to the literature’s growing knowledge 
base of early temporal development of workplace PCs. This will be achieved through 
exploration of the structure and key social exchange mechanisms contributing to the 
development of PCs in newcomer employees across their first year of employment. 
While structure and socialisation are existing topics within PC literature, this 
research intends to offer novel contribution in three ways: 
1. By employing longitudinal research with newcomer employees in Australia, 
this research will offer insights to the dimensional structure of PCs within 
this population, including temporal variations. This may assist the literature 
in its ongoing journey toward clarity and consensus with regards a standard 
structure and measurement approach for researching the PC.   
2. By seeking to integrate social exchange mechanisms into a single temporal 
model of contract development in order to test their relative influences, this 
research will offer a comprehensive framework from which to deepen 
understanding and enable comparison of how newcomer PCs develop via 
socialisation. No such temporal model currently appears to exist in the 
literature.  
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3. By exploring structure and socialisation together, this research will offer 
insights not only to how newcomer PCs develop, but also to differences in 
this development at a structural level within the contract. Previous research 
of the literature suggests that no study has yet focused on developmental 
process differences between structural elements of the contract. 
This introductory chapter provides a presentation and review of the extant PC 
literature. Discussion is centred on the structure and developmental processes of the 
PC. Specific attention is given to early temporal development of contracts within the 
context of newcomer socialisation. Existing knowledge is then integrated to form a 
temporal model of contract development in newcomer employees, articulated by 
social exchange factors. This model and its core features of socialisation and 
structure are then tested and explored through the remainder of the dissertation. 
1.2 Literature Review Method 
A literature search and review was conducted. The key term ‘Psychological 
Contract’ was used in the search engines Academic Search Complete, Business 
Source Complete, eBook Collection (EBSCOhost), PsycARTICLES, PsycBOOKS, 
PsycEXTRA, Psychology and Behavioral Sciences Collection, PsycINFO, and 
PsycTESTS. These databases were selected because they were deemed 
representative of both psychological and business-oriented research and literature, 
and this dissertation was concerned with a psychological concept as it is applied to 
business settings. Results were restricted to the period between January 1989 and 
April 2016 inclusive; 1989 being the year that the PC was reintroduced to the 
literature in its contemporary form by Rousseau (1989), and April 2016 being the 
date of submission for this dissertation. The search returned a total of 2,159 entries. 
These entries were screened and removed against two criteria. First, the entry was 
required to be of a scholarly nature with adequate peer review. That means; entries 
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published in non-peer reviewed journals, or entries providing a summary of the 
construct without new or critical commentary (such as those that might appear in the 
popular press), were excluded from the literature review. Second, the entry was 
required to include or propose the PC as a measured variable of interest. Following 
this screening and removal of entries, 394 entries remained. Of these, 313 were 
empirical journal articles, 73 were discourse journal articles, and 8 were books or 
book chapters dedicated to the PC. Together, these were considered to comprise the 
PC literature body and were reviewed to understand what is already known about the 
PC.  
To supplement this understanding of the PC construct, additional literature 
reviews were conducted into the related key fields of organisational socialisation and 
newcomer adjustment, social comparison and equity theories, cognitive biases, 
organisational justice, and social accounts and social networks. These areas were 
chosen for their relevance to organisational entry and social exchange processes, 
these being two key context mechanisms for the early development of workplace 
PCs. These literature reviews were conducted with the intention of achieving 
potential insights to the PC not immediately evident within the existing body of PC 
literature. As such, the presentations of these research fields are not intended to be 
comprehensive reviews, but rather complementary reviews supporting the central 
discussion topic of PC development. 
1.3 The Psychological Contract 
This section presents an overview of the evolution of the PC theory, in order 
to understand current conceptualisations of the construct. Definitional boundaries 
and outstanding theoretical issues are discussed, along with current measurement 
approaches and related limitations. Choices and rationale for how this thesis will 
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conceptualise, define, and measure the PC are presented before arriving at the first 
research question, which is on contract structure.   
1.3.1 Construct Evolution and Theoretical Basis 
Since its contemporary application to workplace relations by Denise 
Rousseau in 1989, the PC has become a popular framework for understanding the 
employment relationship (DelCampo, 2007; Latornell, 2007). Defined as the 
perceived promissory-based mutual obligations that exist between individual 
employees and their employer (Conway & Briner, 2005), the PC is underpinned by 
Blau’s (1964) theory of social exchange and Gouldner’s (1960) norm of reciprocity. 
Social exchange theory posits that all social relationships are comprised of mutual 
obligations and the negotiated distribution of unequal power resources (Blau). The 
norm of reciprocity claims that one party’s actions establish an expected obligation 
for the other party to reciprocate in kind, in order to restore balance to the 
distribution of power resources (Gouldner). In the context of workplaces, the PC is 
the term given to the set of obligations an individual perceives to have been 
exchanged between them and their employing organisation.  
1.3.1.1 History 
Although the concept of a PC is not new (Rousseau, 1989), it was not 
introduced to organisational psychology literature until 1960 when Argyris 
positioned it at the very core of individual-organisation exchange relationships. 
Despite its ongoing popularity as a construct in other fields of psychology and 
especially within the field of law (MacNeil, 1980), it was not until three decades later 
following an article by Rousseau in 1989 that the construct re-emerged with vigour 
in the field of organisational research. This re-emergence may be due to the changing 
landscape of employment relationships at the time: the convergence of new 
communication technologies, new globally connected markets, and a sociological re-
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idealisation of the nature of work prompted the emergence of new fields such as 
talent management and employee engagement (Nagpal, 2013; Shore et al., 2004), to 
which the PC is a readily applied framework for understanding ‘the new employment 
relationship’ (D’Art & Turner, 2006, p. 524). Alternatively, it may have been 
Rousseau’s (1989) rearticulation of the construct as individually-held promise-based 
beliefs that prompted its uptake by researchers and practitioners alike. Her 
delineation of contracts along lines of level (individual) and perspective (promissory 
beliefs) allowed researchers and practitioners to readily understand the PC within the 
broader and more relevant context of goals and productivity (Rousseau, 1995). 
Indeed, perhaps it was the combination of evolving workplace contexts together with 
Rousseau’s definitional evolutions that positioned the PC for its subsequent 
popularity (Rousseau, 2011).  
Regardless, Rousseau’s seminal article (1989) is now considered the 
transition point of the PC theory (Roehling, 1997) from a heuristic describing the 
relationship between employee and organisation (Argyris, 1960) as one of mutual 
(Levinson, Price, Munden, Mandl, & Solley, 1962) and implicit (Schein, 1965) 
expectations, to a measurable construct of binding social exchange between 
employee and organisation (Rousseau, 1989). Rousseau (2011) suggests it was the 
conceptualisation of the PC at the individual level that most facilitated this construct 
evolution, as it highlighted the underlying psychological processes involved in 
interpreting and responding to contract experiences (Rousseau, 1989). These 
processes, being readily operationalised and assessable by organisational psychology 
researchers, led to subsequent research advances which generated theory building, 
which generated further research and created the body of PC research that currently 
exists.  
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1.3.1.2 Current conceptualisations 
This body of PC research has been dominated by cross-sectional, survey-
based individual reports of employer obligations and deliverance, with primary focus 
on contract breach and violation (Conway & Briner, 2005; Ng, Feldman, & Butts, 
2014). Calls for increased understanding of contract formation and change (Conway 
& Briner; Rousseau, 2011) have seen the past decade evolve research designs to also 
employ more longitudinal and qualitative research, to include both employee and 
employer obligations, reported from both individual and organisational viewpoints, 
and to focus on contract content, features, and the contracting process itself (Conway 
& Briner, 2009; Rousseau). While collective and empirical agreement on the 
theoretical details of the construct—particularly those pertaining to contract 
development—are still evolving, the foundational basis of the PC remains grounded 
in theories of cognitive, social, and organisational psychology (Rousseau). In 
particular, PC researchers have drawn on three broad conceptual theories to explore 
the PC: schema theory, sense-making theory, and social exchange theory (Sherman 
& Morley, 2015). All three theories, as they apply to PCs, find their roots in social 
cognition. 
Being a representation of the individual’s subjective beliefs regarding their 
employment relationship, the PC is necessarily cognitive. As those beliefs are built 
on perceived promissory exchanges, the PC is also necessarily dependent on 
(perceived) social exchanges. Social cognition refers to “the ways workers and 
employers process information provided by friends, co-workers, and associates” 
(Rousseau, 2011, p. 193) and as such is strongly influenced by organisational context 
(Medin, Ross, & Markman, 2005). As employees acquire and process this 
information, they organise and integrate it into the set of cognitive schemas and 
scripts that is called the PC (Rousseau, 2011).  Schema (Bartlett, 1932) and scripts 
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(Schank & Abelson, 1977) provide mental models around how to think and act 
within a given situation, and are key mechanisms in information processing models 
of perception and cognition (Axelrod, 1973). Schema and scripts are created through 
experience, and in time become automatic and unconscious cognitive processes that 
allow the individual to operate effectively with minimal cognitive effort. When 
events and new information reflect the content of established mental models, these 
serve to affirm and reinforce established mental models of cognitive processing. 
When events or new information do not fit within existing mental models, the 
individual is prompted to pay attention to these novel inputs and either update or 
revise their existing mental models accordingly. In this way, the individual 
continually adapts and evolves their cognitions in response to changing 
environmental contexts (Bartlett, 1932; Rousseau, 1995; 2001).  
In the case of the PC, individuals attend to social and organisational context 
cues related to future commitments to guide their current action choices: “the power 
of promises and commitments lies in the capacity that anticipated future conditions 
have to motivate current judgment and behaviour” (Rousseau, 2011, p.196). This 
requires not only information acquisition, but also information analysis in order to 
connect current and future action states. The widest search for information and cues 
occurs early on in the employment relationship, during contract establishment 
(Rousseau, 1995). During this time, individuals actively source information on the 
available and appropriate obligations to offer and receive into their psychological. 
They also use these cues, especially social cues, to interpret and judge acceptable 
levels of contract fulfilment (Rousseau, 1995).  
Research in the field of organisational socialisation supports this notion that 
newcomers undergo an active process of learning. This learning is fundamentally 
motivated by a need to reduce uncertainty (Miller & Jablin, 1991; Saks & Ashforth, 
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1997) and increase the predictability of the newcomer’s experience within their new 
work environment (Haueter, Macan, & Winter, 2003; Perrot et al., 2014). Over time, 
as experiences build and the newcomer creates and confirms schema and scripts, 
their active attendance to cues decreases (Rousseau, 1995) and their pattern of 
response to those cues becomes automatic. Rather than seeking information, they 
now create their own information through various cognitive processes (Kramer, 
2004). Indeed, this is the fundamental notion behind schema theory: that schemas 
serve as a heuristic technique for summarising complex information and formulating 
automatic responses, thus pushing cognitive processing into the unconscious and 
automatic processing level of the mind in order to decrease cognitive load and 
simplify sense-making (Bartlett, 1932; Engle & Lord, 1997).  
Sense-making theory (Weick, 1995) diverges from schema-theory in its focus 
on attributing meaning to events. Where schema theory describes the assimilation of 
general information into existing models of understanding (Bartlett, 1932), sense-
making theory is concerned with how individuals retrospectively assign meaning to 
experiences in order to understand them (Weick). This is achieved through an 
interactive process where individuals create, test, and agree meaning through 
communication with others (Weick). In the case of the PC, the others with whom the 
individual employee communicates are most often more established or informed 
members of the organisation (De Vos & Freese, 2011; Thomas & Anderson, 1998). 
Communication is central to theories of sense making (Kramer, 2010). 
Communication exchanges can come in many forms, all of them socially based, as 
any member of the organisation is potentially an organisational representative and 
thus able to communicate information to an individual about a PC (Rousseau, 1995). 
Rousseau (2011) suggests that senior leadership, immediate manager, and HR 
NEWCOMER PSYCHOLOGICAL CONTRACTS 10 
 
personnel are the most influential formal agents shaping PCs, while co-workers are 
an important informal source of influence.  
Individuals engage in sense making upon entry to an organisation, in order to 
establish a valid PC, and again whenever events occur that cannot be integrated into 
or accommodated by existing schema (Rousseau, 1995). However, not all such 
events will trigger sense making. Indeed, once an individual has established a 
schema (i.e. established a PC), they are more likely than not to ignore or forget new 
information that does not readily fit into this existing schema (Taylor, Crocker, & 
D’Agnostino, 1978). This can be explained by a cognitive bias known as status-quo 
bias, which leads individuals to overvalue and thus seek to maintain their existing 
state (Samuelson & Zeckhauser, 1988)—in this case, to maintain the terms and 
experience of their PC. Events that do prompt new information gathering and sense 
making are those that signal to the employee the requirement for conscious review 
and updating of the PC; all other events will mostly be ignored (Rousseau). Such 
events tend to be those that signal an existing contract is completed or a new contract 
is being created (Rousseau), or those that are attention-grabbing or emotionally laden 
(Conway & Briner, 2002a). 
Organisational events and social cues that grab attention or are imbued with 
emotion become more salient and powerful than other cues, as they direct the 
individual’s attention to what triggered the attention or emotion and thus prompt a 
conscious evaluation of the cue information (Rousseau, 2011). Such events may also 
remain comparatively salient to the individual, as the emotional experience enhances 
long-term memory of the event (Dunsmoor, Murty, Davachi, & Phelps, 2015). This 
is due to emotion driving motivation; individuals will be motivated to remember 
details of emotional events in order to use the information to predict and control 
future events (LaBar & Cabeza, 2006).  
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This connection between current actions and future events is central to the 
concept of a PC. Contracts are built on anticipated future returns promised through a 
social exchange (Rousseau, 1995). Social exchange theory posits that relationships 
are formed and sustained based upon an agreement of shared obligations reviewed in 
terms of a subjective cost-benefit ratio (Blau, 1964). In the case of PCs, the 
individual voluntary commits certain obligations to an organisation (costs) in 
exchange for future reciprocated obligations from the organisation (benefits), trusting 
that these will be delivered. The exchange is considered satisfactory and desirable to 
maintain when people perceive that they receive fair returns from their investment, 
or in other words when the comparison of costs to benefits is acceptable to the 
individual (Thibaut & Kelley, 1959). A second level of comparison is also necessary 
within social exchanges; comparison of the exchange compared to other available 
exchanges (Thibaut & Kelley). Within the PC, this could be comparison of the 
individuals’ contract with other employment relationship options available to them, 
or comparison of the organisation’s commitments made to them compared to those it 
offers to other employees. Communication and social cues are the main mechanisms 
by which an individual discovers and evaluates both cost-benefits and alternative 
exchanges (Roloff, 1981) to their PC. Trust is then the central premise upon which 
social exchange obligations are ultimately given and accepted (Stafford, 2008). 
1.3.1.3 Reciprocity and equity 
Trust plays a central role in the operation and longevity of a PC. Social 
exchanges involve trust, not legal obligations (Stafford, 2008). Individuals make and 
accept promises trusting that the other party will deliver as expected. However, 
promises are commitments communicated either verbally or through actions and as 
such are subject to interpretation (Rousseau, 2001). Because of this, they are subject 
to cognitive biases. In particular, individuals are often unrealistic and overly 
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optimistic when making and interpreting promises (Rousseau) due to temporal 
discounting. Temporal discounting refers to a tendency in people to underestimate 
the magnitude of future costs, which creates false optimism and a bias towards 
excessive promises (Ainslie, 1975; Loewenstein & Thaler, 1989).  
Additionally, in a social cognition phenomenon known as egocentrism (Turk 
& Salovey, 1985), individuals are wont to assume that others will think as they do. 
This cognitive bias leads individuals to assume perceived agreement between them 
and their organisation about the terms of their PC—regardless of whether agreement 
actually exists. Agreement between parties as to the terms of a PC is referred to as 
contract mutuality. Higher mutuality between an individual and organisation has 
been shown to correspond to higher levels of perceived contract fulfilment (Dabos & 
Rousseau, 2004), although the direct relationship between mutuality and employee 
outcomes is under-evidenced (Conway & Briner, 2009). Higher levels of alignment 
within a PC are associated with more positive attitudes within the social exchange 
relationships (Lee, Liu, Rousseau, Hui, & Chen, 2011; Shore & Barksdale, 1998). 
Alignment refers to the degree of balanced reciprocity between contract parties—that 
is, equality in the level of obligation commitment (Rousseau, 2011). When both 
parties are perceived to hold high obligations, employee intentions are typically more 
positive (Lee et al.), while if one party’s obligations are higher than the others’, 
intentions are likely more negative (Shore & Barksdale). 
Egocentric biases lead people to believe the organisation agrees with their 
comparisons of the social exchange and any resulting expectations (Rousseau, 2001). 
However, the individual conducts social exchange comparisons in terms of a 
subjective cost-benefit analysis (Blau, 1964). With an egocentric bias, individuals are 
thus likely to evaluate their own promise fulfilment in terms of the effort they 
invested (cost) yet they will evaluate the organisation’s promise fulfilment in terms 
NEWCOMER PSYCHOLOGICAL CONTRACTS 13 
 
of what they the individual receives (benefit). As such, while mutuality and 
alignment in a PC may be desirable, they are not necessarily readily achieved in 
social exchanges due to cognitive biases associated with promise making and 
comparison evaluations. This underlines the importance within an employment 
relationship of active social information exchange and communication in creating 
and maintaining positive PC experiences high on trust (Rousseau, 2011). 
 In addition to mutuality and alignment, productive and satisfactory PCs 
depend upon reciprocity (Rousseau, 2011). Where alignment refers to balance within 
the promised obligations of a PC, reciprocity refers to balance in the delivery and 
receipt of these obligations (Rousseau). The norm of reciprocity (Gouldner, 1960) 
guides individuals to help people who have helped them, and is fundamental to 
sociological models of social exchange (Homans, 1974). Rousseau (1989) makes a 
strict distinction between PCs and norms of reciprocity, noting that while 
“equivalence of return to both parties is not an issue in social norms of 
reciprocity…in a PC, consistency between what is promised (or understood) and 
what is received is an issue” (p. 126). This distinction introduces a third level of 
comparison in the social exchange, beyond the two discussed earlier of i) comparison 
of costs to benefits and ii) comparison of alternative exchanges (Thibaut & Kelley, 
1959). In addition, within the PC, Rousseau (1989) proposes a social comparison 
between the agreed cost-benefit to each of the individual and the organisation versus 
the received cost-benefits from the exchange. This reflects a social cognition theory 
known as equity theory (Adams, 1963). 
Equity theory (Adams, 1963; 1965) draws from social exchange, social 
comparison, and cognitive dissonance theories to posit that when inequity is 
perceived within a social exchange, an individual experiences dissonance and is 
prompted to correct the inequity. This theory accounts for observations in PC 
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literature of employees adjusting their contributions upwards in response to over-
fulfilment by the organisation (e.g. Cassar, 2001) and downwards in response to 
under-fulfilment (e.g., Coyle-Shapiro & Kessler, 2000). These findings are examples 
of the individual changing their own obligations in response to perceived inequity 
within their exchange relationship. Adams also notes three other options an 
individual may employ to restore equity: influence the other party to change their 
commitments or actions, cognitively distort her own or the other party’s 
commitments or actions, or leave the exchange relationship. The option selected, in 
line with Blau’s (1964) emphasis in social exchange theory, is generally based on the 
individual optimising their benefits while minimising their costs. 
The requirement within a PC for equitable reciprocity (Rousseau, 1989), or 
delivering exactly what has been agreed, acknowledges the foundational nature of 
the PC and its promises as cognitive schema. Where inequity is experienced, it does 
not immediately fit within the constructed mental model (i.e. the schema; the PC) 
and the individual is prompted once again to gather information, commence sense-
making, and engage social cues and communication to assimilate or accommodate 
this new information. This dynamic process of continually updating a cognitive 
schema in response to social cues and organisation events reflects the potential 
complexity and uniqueness of each individual PC. It is no wonder then, that “the 
foremost problem underlying PC formation is how to create agreement between the 
parties to an exchange” (Rousseau, 2001, p. 538). The social mechanisms through 
which this agreement is reached, grounded in the above outlined theories and applied 
to early temporal development of the contract, are the focus of this thesis. 
1.3.2 Definitional Boundaries 
Two critical definitional boundaries of the contemporary workplace PC are 
the promissory nature of obligations and the individual-level employees’ perception 
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of mutuality or agreement between themselves and their employer regarding contract 
content (Rousseau, 1998; 2001). Because of these features, when either party 
perceives the norm of reciprocity to have been breached, feelings of distrust and 
dissatisfaction may quickly enter the employment relationship, prompting the 
aggrieved party to withdraw or adjust their offering in an attempt to restore equality 
to the reciprocal exchange (Rousseau, 1998; 2001). 
1.3.2.1 Promissory obligations 
The definitional emphasis on the promissory nature of reciprocal obligations 
in the PC has generated debate in the literature as to the boundaries of its content. 
While earlier definitions of the PC summarily included all of an individual’s beliefs 
regarding their exchange relationship, Rousseau (1990) restricted these expectation 
beliefs to those based on reciprocal obligations between the employee and employer. 
These perceived obligations could be explicit or implicit, with the existence of a PC 
resting only on the individual employee’s beliefs that i) they are obligated in some 
way to the employer and ii) the employer is likewise obligated towards them. 
Rousseau’s (1989, 1990) redefinition of the construct prompted a variety of 
definitions to subsequently appear throughout the literature (see Conway & Briner, 
2005), as researchers debated the difference between expectations, obligations, 
commitments, and promises, and which of these should or should not be included in 
contemporary conceptualisations of the workplace PC (e.g. Anderson & Schalk, 
1998; Guest, 1998a; 1998b).  
It is now commonly accepted within the literature that, per Rousseau’s 
redefinition, the PC contains only reciprocal obligations. These obligations are by 
nature promissory expectations that have been committed to via an exchange 
between the two parties. While comprising of expectations, these obligations are a 
much narrower concept than that of general expectations due to their promissory 
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requirement (Rousseau & Tijoriwala, 1998). The distinctiveness of obligations from 
expectations was tested and supported by Robinson (1996) through findings that 
obligation fulfilment predicted satisfaction, commitment, and trust independently and 
to a greater extent than did the more general, non-promissory based expectations. 
Roehling (2008) similarly measured and compared expectations, obligations, and 
promises for both the employer and employee side of the contract. He found for the 
employee contract the terms were largely undifferentiated, but for the employer 
terms there was considerable response variation across both the terms and their 
correlates. Rousseau (2011) revisited this debate and recommended the evidence 
supports obligations over expectations and promises in terms of appropriate 
conceptualisation and measurement of the PC. Despite these clarifications, semantic 
consistency in the literature at times remains problematic, with these terms still 
occasionally used interchangeably—and more concernedly, with measurement 
remaining inconsistent. This research uses the term obligation to refer to a 
promissory expectation contained within a PC, and will measure obligations as 
indicative of terms for both the employer and employee sides of the contract. 
1.3.2.2 Perception level 
A secondary definitional debate to emerge in the literature has centred on the 
level at which the PC is held: in the mind of the employee, the employer, or both 
together? Robinson and Rousseau (1994) note that the reciprocal obligations in a PC 
“are beliefs or perceptions regarding promises and acceptance” (p. 246), pointing out 
that this does not conclude mutual understanding of the contract terms between two 
parties. Indeed, the subjective nature of the PC by its very definition requires it to 
reside at the individual-level focus of the contract (Rousseau, 1998)—for although 
contract formation requires both parties to interact for obligation exchange to occur 
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(Robinson, 1996), any perception of promises or commitments are made and 
interpreted subjectively by the individual.  
Other researchers have raised issue with the premise that a contract, which 
exists between two parties, should only be considerate of one party’s perceptions, 
claiming this renders the exchange nature of the PC flawed (Guest, 1998a; Shore & 
Coyle-Shapiro, 2003). Rousseau (1998) responded to this criticism with a re-
emphasis of the boundaries defining the construct. Specifically, she reminded 
researchers that: 
By definition, a PC exists at the individual level, in the form of a person’s beliefs 
regarding the terms of his or her exchange relationships with another. This concept is 
distinct from an implied contract, which refers to a third party’s interpretation of an 
exchange agreement involving others (Rousseau, 1989; as operationalized in 
Rousseau and Anton, 1988; Rousseau and Aquino, 1993), and from normative 
contracts in which members of a social unit…share a common set of PCs with another 
party…as described by Nicholson and Johns (1985). (Rousseau, 1998, p. 668)  
This definitional boundary clearly positions the construct at the individual-
level, with Rousseau further pointing out that mutuality or agreement between parties 
as to the exact contract content may be desirable but it is certainly not required—it is 
sufficient only that both parties recognise an exchange relationship exists. 
The majority of the literature appears to have accepted this definition and 
perspective boundary (Shore et al., 2004). Nevertheless, the role of mutuality 
remains an important consideration for researchers due to the potential relationships 
between perceived contract mutuality and employee behaviours. For example, 
support has been offered through the literature for a positive relationship between 
mutuality and employee behavioural outcomes such as improved individual 
performance and career success (Dabos & Rousseau, 2004), engagement in safety 
behaviours (Walker & Hutton, 2006), job satisfaction (Porter, Pearce, Tripoli, & 
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Lewis, 1998), and successful meeting of sales targets (Conway & Coyle-Shapiro, 
2006). While it has also been argued that the concept of mutuality is theoretically 
underdeveloped within the research and its relationship to employee outcomes likely 
confounded by contract breach events (Conway & Briner, 2009), none of this debate 
alters the definitional conceptualisation of the PC as held at the individual-level. It 
does, however, raise questions around whether the PC should be measured at the 
individual or exchange-level when investigating the construct. Indeed, considering 
the approach of researching the PC from an exchange-perspective raises two 
additional questions.  
The first question is, when the perspectives diverge what does this mean at a 
conceptual level for the PC? Researchers comparing individual and organisational 
perspectives of their reciprocal obligations have illustrated how the two parties can 
hold quite different concepts of the PC terms (e.g. Claes, 2011; Tekleab and Taylor, 
2003). In this situation, conceptually, does the PC then contain all the perceived 
reciprocal obligations held by both parties, only the crossover obligations, or retain 
only the perceptions of the individual over the other party where divergence exists? 
Findings from a study in 2012 by Ye, Cardon, and Rivera may help answer this 
dilemma. Their investigation of the impact of contract mutuality onto in-role and 
organisational citizenship behaviour found that mutuality of contract terms explained 
extra variance in the outcome variables, beyond the levels of employee perception 
and supervisor perception alone. This indicates the operation of the PC is multi-
layered and complex, and alludes to the possibility that conceptualisation of the PC 
might consider the individual-level, exchange-level, and mutuality-level perspectives 
of a PC to exist, operate, and interact in parallel. 
The second question rising from contemplation of a multi-exchange-level 
operationalisation of the PC is; how is the exchange party defined and delineated? 
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There are many levels at which an employee could perceive a reciprocal exchange of 
promises with their employer: for example, their supervisor, the organisation as an 
entity, specific representatives of the organisation, or even the collective members of 
the organisation. Most typically, perhaps because it has been most practical, 
researchers have taken the supervisor as the organisational representative responsible 
for managing—or at least best placed to report upon—reciprocal exchange of 
obligations (e.g. Dabos & Rousseau, 2004; Tekleab & Taylor, 2003). However, 
Chambel (2014) evidenced the supervisor PC as separate to the organisational PC. 
Her multi-group study found employees consistently differentiated between these 
two focal points of exchange.  
Further studies have also demonstrated the supervisor, through the 
supervisor’s actions or own beliefs, as an influencing factor in the employee’s 
interpretation or acceptance of employee-organisation reciprocal obligations (e.g. 
Restubog, Bordia, Tang, & Krebs, 2010; Shih & Lin, 2014; Wei & Si, 2013). One 
study to particularly well illustrate the influence of the supervisor on the employee’s 
PC is Schaefer’s (2010) exploration of the crossover effect of supervisors’ 
experiences of contract fulfilment onto employee’s experiences of contract 
fulfilment. This study found the supervisor’s experience of under-fulfilment of his or 
her own PC influenced the employee’s perception of their PC, even controlling for 
quality of the leader-member exchange. Such studies highlight the complex presence 
and interaction of multi-level reciprocal obligation exchanges—both direct 
exchanges of their own and observation of the exchanges of others—that inform an 
individual’s beliefs surrounding the terms of their PC. This complexity is 
unsurprising, considering “from the vantage point of a PC, any person who conveys 
some form of future commitment to another person is potentially a contract maker” 
(Rousseau, 1995, p. 60).  
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1.3.2.3 Contract socialisation 
The argument and requirement for consideration of multi-level reciprocal 
obligation exchanges within the PC is well framed by research from the field of 
organisational socialisation. While various definitional foci of the organisational 
socialisation construct abound (Kramer, 2010), at its broadest definition 
organisational socialisation refers to the processes by which employees become 
effective and participating members of an organisation (Feldman, 1976). A common 
theoretical perspective researchers have used to examine organisational socialisation 
processes (Waldeck & Myers, 2007) is that of social exchange theory (Blau, 1964). 
Specifically, attention has been given to the communication processes through which 
employees provide or negotiate expectations around an exchange of resources, and 
then compare and evaluate those exchanges to other available exchanges over time 
(Roloff, 1981). As PCs require a perceived exchange to occur between parties 
(Rousseau, 1989; 1998), and “co-workers who actively play a role in socialising 
newcomers may also become contract makers” (Rousseau, 1995, p. 60), it follows 
that PC formation and development may occur via the mechanism of, or at least via 
mechanisms shared by, organisational socialisation (Dabos & Rousseau, 2004; De 
Vos, Buyens, & Schalk, 2003; Rousseau, 1995; Rousseau, 2001; Thomas & 
Anderson, 1998).  
Key among these mechanisms is the social interactions individual employees 
have with a variety of organisational insiders (Lu & Tjosvold, 2013). It is recognised 
that organisational socialisation is a joint process wherein both parties (individual 
employee and organisation) actively interact to facilitate newcomer adjustment 
(Reichers, 1987). Organisational socialisation researchers have found strong support 
for the social influence of supervisors and co-workers in shaping both the content 
and quality of newcomer exchanges (e.g. Korte, 2010; Sluss & Thompson, 2012). 
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Additionally, recent discourse in the field has posited the important role of a broader 
range of socialisation agents also—supervisors, mentors, co-workers, and even 
customers— in determining degree of newcomer employee learning (Wang, 
Kammeyer-Mueller, Liu, & Li, 2015). These socialisation agents are proposed to 
play a critical role not necessarily in shaping the content of newcomer learning, but 
within the process of how newcomers learn and the subsequent amount and 
timeframe of this learning (Wang et al., 2015).  This particular line of discourse 
requires empirical support for the distinction of socialisation content versus process 
in order to progress understanding of the exact role socialisation agents play in 
newcomer learning.  
The field of social capital lends further insight to the role of social agents and 
referents within the organisational socialisation process. Social capital (Adler & 
Kwon, 2002; Burt, 2000) refers to the relational resources available to an individual, 
embedded into their ability to access and engage social networks and relationships. 
Fang, Duffy, and Shaw (2011) integrated social capital and organisational 
socialisation literatures to propose a model of the socialisation process that is 
underpinned by the employee’s ability to build social capital. The model’s central 
thesis is that social capital is the “implicit mechanism underlying effects of 
socialisation factors on effective adjustment” (p. 128). Specifically, the authors 
argued that organisational socialisation via both organisational tactics and newcomer 
proactivity requires social capital in order to achieve the learning and assimilation 
required for successful newcomer adjustment. Social capital theory draws upon 
social network research, which focuses on analysing the embedded structural 
patterns of relationships and social connections between actors at all different levels 
of analysis (Kase, King, & Minbaeva, 2013).  
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A key feature of networks is the concept of brokerage, which are structures 
(ties) or individuals that act to connect otherwise unconnected parts of the network 
(Baer, Evans, Oldham, & Boasso, 2015). Individuals with brokerage capacity are 
considered to have higher social influence within the network, and thus higher levels 
of social capital at their disposal. During the organisational socialisation process, 
newcomers are theorised to rely upon social referents and others with high social 
influence in order to access information and resources for their learning (Jokisaari & 
Nurmi, 2012). In PC research, these concepts of social referents and network ties 
have been used to understand and evidence third-party influence on both PC 
fulfilment evaluations (Ho & Levesque, 2005) and contract obligations (Ho, 
Rousseau, & Levesque, 2006). The application of social capital and social networks 
to the PC and organisational socialisation literatures is not yet extensive. However, 
those studies that have integrated the constructs are evidencing strong support for a 
conclusion that the informal social structures of organisations provide high 
contextual influence over newcomer learning and interpretation of their PC. This 
conclusion reflects calls from organisational socialisation researchers to examine 
individual newcomer learning from within the context of social environment and 
people interactions, rather than focusing on individuals in isolation (Kozlowski & 
Bell, 2003; Wang et al., 2015). This thesis suggests PC literature would also benefit 
from a similar focus on understanding the construct—especially its development—
within a broader social context. 
Researchers have previously demonstrated the social influence of 
organisational insiders onto PC development (e.g. Thomas & Anderson, 1998) and 
assessments of PC fulfilment (e.g. Ho, 2005; Ho & Levesque, 2005). These findings 
may be explained by two key theories underpinning much of the organisational 
socialisation research: uncertainty reduction theory (Berger & Calabrese, 1975) and 
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sense-making theory (Weick, 1995), where as part of their learning newcomers seek 
new information to reduce uncertainty or seek to retrospectively create meaning and 
make sense of a situation. Applying these insights to the PC studies noted above, it 
would appear that social referents inside the organisation could be a key source of 
information for employees when forming and understanding the obligations 
contained within their PC.  The complex presence and interaction of multiple, multi-
level reciprocal obligation exchanges is difficult to dispute, yet the majority of PC 
literature continues to investigate the construct in isolation of a defined social 
context. 
Notwithstanding the above discussion as to the social network levels at which 
the PC might be perceived, held, and influenced, the conceptual definition of the PC 
nevertheless remains bounded by the individual’s beliefs around an exchanged set of 
reciprocal obligations between them and their employer (Rousseau, 1998). This, at 
its core, is what differentiates the PC from other contracts (Shore et al., 2004), such 
as social contracts, which refer to measureable shared beliefs regarding appropriate 
social behaviour (Schein, 1988), and normative contracts, which refer to collective 
shared beliefs regarding obligations between a group and a third party (Rousseau, 
1995). As such, research and conclusions into the role of mutuality or multi-level 
perspectives on an individual’s PC can only ever build upon a foundation that is 
grounded in the individual’s beliefs. Other perspectives and social processes may 
interact, influence or shape these beliefs, but the beliefs remain housed in the mind of 
the employee.  
Some researchers have directly challenged this conceptual issue of individual 
perspective in the PC. Shore and her colleagues (2004) urged researchers toward an 
emphasis on social context in understanding the nature and development of PCs. 
They advocated a need for integration of the employee and employer perspectives, 
NEWCOMER PSYCHOLOGICAL CONTRACTS 24 
 
via measurement at the dyadic level (Shore et al., 2004) or by including assessment 
tools that obtain information from other relevant parties in addition to the employee 
(Rousseau, 2011). The researchers recognised that this would require a shift in focus 
from obligation perceptions to obligation interactions, with deference to reciprocity 
over mutuality if researchers were to capture the dynamic changing nature of PCs.  
In the decade since Shore and colleagues (2004) offered these suggestions, 
the literature has certainly seen an increased focus on understanding how social 
context and social interactions contribute to contract change. However, there has as 
yet been no shift in conceptual or definitional boundaries of the PC as an individually 
held perception of the employment relationship. Indeed, Conway and Briner (2009) 
have gone so far as to conclude that “the PC remains vaguely defined” (p. 120). They 
suggest that until definitional gaps are closed our ability to apply what is known of 
PCs to the management of PCs remains limited. To advance theory and definitions, 
this thesis advocates for a focused exploration of PC structure within the context of 
early contract development and newcomer socialisation. Such exploration may allow 
the testing of existing, and offering of new, ideas regarding PC definitional theories. 
The purpose of this research is to explore the early temporal development of 
PCs via structure and social exchange. Accepting Rousseau’s (1989; 1990; 1998) 
definition, while acknowledging the potential role of other exchange parties’ 
perspectives in assisting newcomer learning and altering an established PC or its 
outcomes, this research conceptualises the psychological framework as individually 
held beliefs regarding the reciprocal obligations perceived to have been exchanged 
between an employee and employer. This is consistent with the conceptual 
boundaries outlined in Rousseau and Tijoriwala’s (1998) seminal paper discussing 
key issues in PC assessment, which emphasised “the individual is the direct source of 
information regarding the contract because it is the perception of mutuality, not 
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mutuality in fact, that constitutes a PC” (p. 680). As such, this research will 
operationalise and measure the PC from the individual perspective only. 
1.3.3 Content and Features 
The subjective, individual-level nature of PCs allows for an unlimited 
number of content expectations dependent upon each unique employee-employer 
relationship. Nevertheless, researchers have been able to categorize the PC content 
into broad types distinguished by two key features: timeframe and performance 
requirements (Rousseau & Wade-Benzoni, 1994; Sels, Janssens, & Van de Brande, 
2004). Timeframe refers to the anticipated duration of the employment relationship, 
while performance requirements refer to the level of specificity given with regards 
performance standards within the employment relationship (Rousseau & Wade-
Benzoni, 1994). Within the latter, the literature has described various dimensions of 
performance requirements. The four included here are those appearing most 
commonly in the literature: Focus or Currency refers to the nature of the obligations 
comprising the contract; Stability refers to how flexible the contract characteristics 
are; Scope refers to the degree of specificity within contract obligations; and 
Tangibility refers to how contract fulfilment is measured (Rousseau, 1995). Types 
may also be classified by the salient beneficiary to the exchange (O’Donohue, 
Martin, & Torugsa, 2015). Table 1.1 presents the five PC types for which the 
literature has to date found supporting evidence, presented by their timeframe and 
performance requirements.
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1.3.3.1 The relational/transactional continuum 
Two types of PC have been traditionally and consistently distinguished in the 
literature: transactional and relational (MacNeil, 1985). Rousseau (1989; 1990) 
described these types as anchoring a contractual continuum where at the 
transactional end obligations are short-term and restricted to highly specific and 
often explicit performance requirements, and at the relational end are open-ended in 
timeframe and broad and dynamic with regards performance expectations. The focus 
of transactional obligations is typically economic and due to their observable 
tangibility can carry a high degree of mutuality (Rousseau, 1995). As such, the 
employee commonly focuses on their own benefit from the exchange as determined 
through a social exchange cost-benefit analysis (Blau, 1964). Relational contracts 
tend to be socio-emotional in focus, and can include a myriad of perceived 
promissory expectations that are highly subjective and therefore often low on 
mutuality. Indeed, both Rousseau (1995) and Conway and Briner (2005) have argued 
that relational contracts are the most susceptible of any contract type to individual 
interpretation and thus subject to change without notice. Due to their socio-emotional 
focus, the employee is motivated to focus on benefits to both themselves and to the 
organisational community from the exchange (Rousseau, 1995). Relational and 
transactional contract types require obligations from both the employee and the 
employer (Rousseau, 1990).  
PC literature holds consistent evidence for the presence of, and importantly 
the distinctiveness between, transactional and relational PCs. Differences have been 
noted about the antecedents of the two types (Eilam-Shamir & Yaakobi, 2014; Raja, 
Johns & Ntalianis, 2004; Zagenczyk, Restubog, Kiewitz, Kiazad, & Tang, 2014).  
The two contract types have also been shown repeatedly to deliver quite different 
performance, behavioural, and attitudinal outcomes, with relational PCs consistently 
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delivering or mediating relationships for higher levels of organizational citizenship 
behaviour (e.g. Uen, Chen & Yen, 2009), higher affective organisational 
commitment, and performance outcomes such as better employee yearly earnings 
(Richard, McMillan-Capehard, Buidarn, & Taylor, 2009) and innovative behaviours 
(Chang, Hsu, Liou & Tsai, 2013). 
Two further psychological types have also been posited and broadly accepted 
within the literature: balanced and transitional (Rousseau, 1995; Rousseau & Wade-
Benzoni, 1994). The balanced PC is proposed to lie somewhere between 
transactional and relational contracts in terms of its features (Rousseau, 1995; 2000), 
typically combining long-term timeframes with well-specified performance terms 
(Rousseau & Wade-Benzoni, 1994). The focus of balanced contracts may include 
both economic and emotional-based obligations, and may be static or dynamic 
depending upon the specific obligation yet overall subject to change over time 
(Rousseau & Wade-Benzoni, 1994). The employee with a balanced contract usually 
considers direct benefits for both parties and works to ensure these remain balanced 
in value (Rousseau). Unlike the transactional and relational PCs, for which there is 
consistent evidence throughout the literature to support their presence and clear 
differentiation as distinct PC types, empirical support for the balanced contract is less 
available. Researchers have found the balanced PC to behave differentially from 
relational and transactional contracts (e.g. Chaudhry, Coyle-Shapiro, & Wayne, 
2011; Chambel & Castanheira, 2012; Hess & Jepson, 2008; Hui, Lee & Rousseau, 
2004; Shih & Chen, 2011). Unfortunately, the volume of research employing and 
reporting specifically on measures of a balanced PC is low (exceptions include 
Dabos & Rousseau; 2004; Hui et al., 2004). Most research attention has been paid to 
transactional and relational contract types. 
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The transitional contract is proposed as a fourth PC type, typified by high 
levels of uncertainty with regards to obligations, stemming from a breakdown in the 
exchange agreement (Rousseau & Wade-Benzoni, 1994). This breakdown may be 
due to contextual factors, such as large organisational changes, or relationship 
factors, such as a deterioration in trust between exchange parties. Unlike the other 
three PC types presented here, because the transitional PC reflects a breakdown and 
thus potential absence of exchanged obligations, it cannot be viewed as a PC form 
positioned along the continuum from transactional to relational (Rousseau, 2000; 
Hui et al., 2004). As such, and consistent with previous studies (Chambel, Lorente, 
Carvalho, & Martinez, 2016), the transitional contract type will not be included in 
this research. Transitional contracts have not yet appeared as a commonly studied 
contract type within empirical research and little is known with regards their 
operation, although this may shift with recent increasing interest in PCs during times 
of organisational change (e.g. Bellou, 2007; 2009; Chaudhry & Song, 2014; Conway, 
Keifer, Hartley, & Briner, 2014; Van den Heuvel & Schalk, 2009; Van der Smissen, 
Schalk, & Freese, 2013a). While beyond the scope of this current research, 
transitional PCs are recommended as a future area of research for their potential 
value applied to organisational change management. 
1.3.3.2 Alternative dimensions 
In more recent years, other types of PC have also been offered through the 
literature. These are typically differentiated by a specific obligation focus, for 
example a PC high on obligations around safety behaviours (Walker, 2013), 
particular ideologies (Bal & Vink, 2011), ethical values (O’Donohue & Nelson, 
2009), organisational values (Scheel & Mohr, 2013), or professional values 
(O’Donohue, Sheehan, Hecker, & Holland, 2007). The most prominent and 
evolutionary of these is the ideological PC, which involves “employee beliefs that 
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the organisation is obligated to demonstrate a credible commitment to and 
investment in a valued cause or principle” (Thompson & Bunderson, 2003, p. 574). 
Positioned as an additional type to the standard typology of contract types along the 
transactional-relational continuum (Vantilborgh et al., 2014), the ideological PC 
represents a broadening of the PC content to include behavioural obligations 
delivered not directly to, but rather on behalf of, the other exchange party. Thompson 
and Bunderson described these obligations as an “ideological currency” (p. 571) and 
recommended inclusion of this currency alongside the economic and socio-emotional 
currency focus offered by the transactional and relational contracts respectively. 
They also theorised that, similar to the relational PC, the ideological contract would 
be pervasive in scope and subjective with regards how perceived obligations were 
fulfilled.  
Research involving the ideological PC is still relatively immature, yet it has 
been clearly established as a contract type distinct from the relational and 
transactional PC types (O’Donohue, Donohue, & Grimmer, 2007). Particular support 
for an ideological PC has been found among values-driven professional populations, 
such as those from healthcare (Hyde, Harris, Boaden & Cortvriend, 2009; 
O’Donohue & Nelson, 2007), research science industries (O’Donohue et al., 2007), 
education (Bal & Vink, 2011), and social services (Cunningham, 2010).  While these 
results are thus-far derived from particular populations known to have strong 
professionally-driven values requirements, as recent employment market changes 
prompt movement away from job security to career flexibility both professional and 
non-professional groups are likely to increasingly seek employment and alignment 
with organisations supportive of the employee’s various ideological concerns 
(O’Donohue et al., 2007[1]; O’Donohue et al., 2007[2]). The ideological PC also 
holds particular value through its application to volunteer populations, whose PC 
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scope rarely includes economic-focussed obligations. Recent research by 
Vantilborgh and colleagues (2013a; 2014) using volunteer populations has 
demonstrated both differentiation and interaction between the ideological, relational, 
and transactional PCs of employees, and positioned ideological currency as the 
dominant—even central—contract feature for volunteer employees. 
Ideological contracts currently present a challenge to integrating and 
investigating the structures of various contract types, for two reasons. First, because 
their salient beneficiary is usually a third party outside of the direct relationship 
exchange this challenges the definitional boundary of the PC as a two-party, not 
three-party exchange. Discourse on the differentiation of PCs from social contracts is 
quite clear that the former defines rights and obligations within the employment 
relationship while the latter defines rights and obligations in society (Shore et al., 
2004). Second, because of their highly specific content, ideological obligations may 
not be appropriate to all social exchange contexts or employment relationships. 
Indeed, the extant literature on ideological contracts has to date employed only 
populations with clear ideological agendas: not-for-profit organisations (e.g. 
Vantilborgh et al.; 2014), social and health services fields (e.g. Cunningham, 2010; 
Hyde et al., 2009; O’Donohue & Nelson, 2007), and education and research sectors 
(e.g. Bal & Vink, 2008; O’Donohue et al., 2007[1]). In generalising ideological 
contracts to broader populations, research into corporate social responsibility 
practices and the PC has provided early indications that ideological practices may 
influence affective and attitudinal outcomes related to the PC (Kim, Lee, Lee, & 
Kim, 2010; Luu, 2016; Rayton, Brammer, & Millington, 2015). However, this 
research has not yet directly tested for an ideological dimension to the PC. Further, 
obligations are considered part of a PC only if they arise from an exchanged promise 
directly between the employer and employee (Rousseau & MacLean Parks, 1993); a 
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general commitment to social responsibility should not automatically be construed as 
a direct promise to individuals. The concept of an ideological contract dimension has 
much to offer the literature, but knowledge of this contract type must mature before 
it can be appropriately integrated into a general understanding of PC structure and 
development. For this reason, the ideological contract will not be included as part of 
this research. 
In addition to the obligation characteristics and content currency types that 
would appear as standard in any employee’s PC, there is also a category of 
idiosyncratic contract characteristics known as i-deals (Rousseau, 2005). I-deals are 
“special terms of employment negotiated between individual workers and their 
employers (present or prospective) that satisfy both parties’ needs” (Rousseau, Ho & 
Greenberg, 2006, p. 977). Providing i-deals to high-performing employees is a key 
organisational tool for ensuring employee commitment, as Guerrero, Bentein and 
Lapalme (2014) demonstrated when they found that i-deals served as a counter-
balancing measure to the loss of trust that typically followed a breach event, with the 
outcome being maintenance of the relationship bond. While i-deals are a legitimate 
and—from a management perspective—required part of a PC, the very specific 
nature of their content presents challenges in generalising and testing i-deals as part 
of a standard structure for PCs. As the purpose of this research is to investigate the 
standard structure and development processes of the PC, i-deals and their non-
standard content will not be included as a variable of focus in this thesis. 
1.3.3.3 Measurement 
While the literature has found evidence supporting all PC types presented 
above and in Table 1.1, this support remains insufficient to provide consensus as to 
the integrated structure and associated dimensional characteristics of PCs beyond a 
theoretical typology. This research found no study in the literature to yet integrate 
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and investigate the structure of all five contract types together, and very few that 
integrated and investigated more than the traditional two types of relational and 
transactional. This is despite theoretical agreement for the multidimensionality of the 
construct which would make is possible—and indeed likely—for employees to hold 
more than one contract type simultaneously (Chambel et al., 2016; O’Donohue et al., 
2015; Rousseau, 1995). Research has instead traditionally remained more focused on 
determining differences in type outcomes, usually in response to breach, than it has 
on understanding structural relationships between types and their dimensions at a 
content level. Where research has addressed this, the results have been inconsistent 
in their identification and support of dimensions (Rousseau & Tijoriwala, 1998). 
Content-based measurement approaches (i.e. measuring obligations) to PC 
research are arguably the preferred approach for investigating the nature and 
development of PCs (Rousseau, 2011; Rousseau & Tijoriwala, 1998). Measurement 
of the content of PCs allows researchers to explore many of the theoretical and 
boundary concepts discussed above, such as mutuality, alignment, reciprocity, and 
their various outcomes (Rousseau, 2011). Further, they allow exploration of 
individual and social exchange differences with regards the experience of PC and its 
delivery. A significant draw back to content measurement, however, is the question 
of what to measure. There is little agreement in the literature around the set of beliefs 
that comprise a PC (Conway & Briner, 2009), other than that these beliefs be 
promissory-based obligations. As a result, there has been little agreement as to the 
content items measured across studies with the result being rampant variation in item 
numbers, qualifying criteria, and wording across measures (Conway & Briner, 2009). 
Most typically, researchers operationalise contract content in one of three ways: 
specific individual terms, composites or dimensional scales of terms, and nominal 
type classifications (Rousseau & Tijoriwala, 1998).  
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While many content-measures of the PC have been developed, there are two 
measures in common usage which might be considered the standard measures for 
researchers investigating the contract along the transactional/relational distinction 
(Conway & Briner, 2009). These are Rousseau’s (2000) PC Inventory (PCI) and 
Millward and Hopkins’ (1998) PC Scale (PCS). The PCI presents a second-order 
model of the PC, with the three types of relational, balanced, and transactional 
representing the higher-order and seven dimensions representing lower-order scales. 
This measurement model Rousseau’s conceptualisation of the PC as three distinct 
forms lying along a relational-transactional continuum (Rousseau, 2000). The PCS 
presents a model of PC along the two orientation types of relational and balanced, 
also drawn from Rousseau’s (1995) PC model but differentiated along only the two 
original dimensions of relational and transactional (Millward & Hopkins, 1998).  
Both the PCI and PCS have appeared relatively frequently in the literature, 
either in-full, in-part, or as adapted versions. The PCI has also been translated and 
successfully used in other languages (e.g. Portuguese—Chambel et al., 2016; 
Chinese—Rousseau, 2000). Yet despite the established use of these measures, 
researchers continue to develop other content-based measures capable of capturing 
beliefs that exist beyond the relational-transactional dimension. This is perhaps due 
to the lack of confirmed definition and structure around content of the PC, and the 
related potential for the contract to include an infinite number of context-specific 
contract terms. 
An alternative to content-based measures are feature-based measures, which 
aim to capture the properties rather than the specific terms of the contract (Rousseau 
& Tijoriwala, 1998). Feature-based measures are considered largely useful for 
comparative research studies (Rousseau, 2011) and for understanding the nature of 
the exchange relationship and changes to this nature in response to communication 
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regarding the contract (Rousseau & Tijoriwala, 1998). While contract features are 
regularly discussed in the literature, and indeed form the basis for defining the 
contract types presented earlier, feature-based measures remain underdeveloped 
(Rousseau & Tijoriwala, 1998). There are however a number of rich qualitative 
studies that have served to explore feature-aspects of the PC in specific 
organisational or cultural contexts (e.g. Atkinson, Mallett, & Wapshott, 2016; Cross, 
Barry, & Garavan, 2008; Koskina, 2013; Nichols & Ojala, 2009; Redpath, Hurst, & 
Devine, 2009), some of which have done so with the intention of understanding PC 
development (e.g. O’Leary-Kelly, Henderson, Anand, & Ashforth, 2014; Winter & 
Jackson, 2006) 
Ultimately, a decision on how to operationalise the PC—from a content- or 
feature-based approach—comes down to two questions. First, the specific research 
question under consideration and the approach best positioned to answer this 
question. Second, the outstanding literature questions of can (or should) the structure 
of a complex construct such as the PC reduce to a simple dimensional account 
(Conway & Briner, 2009). While many researchers support the pursuit of a 
dimensional understanding of the construct—and certainly the majority of research 
to date has employed content- over feature-based measures—other researchers have 
suggested that type distinctions are redundant and a greater value is to be found by 
examining other features of the contract (Conway & Briner, 2009; McLean Parks, 
Kidder, & Gallagher, 1998).  
This research adopts the opinion that seeking a general dimensional structure 
for the PC achieves two outcomes regardless of whether a final generalised structure 
is ever attained. First, this search may challenge and extend outstanding theoretical 
questions regarding the construct, such as those noted above pertaining to definition, 
perspective, mutuality, and measurement. Second, for the PC to move beyond a 
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theoretical construct into an applied management approach, a level of generalizable 
knowledge about its structure—or its lack of structure—is required.  
The literature is currently limited by the gap in understanding with regards 
whether there is or is not a standard set of beliefs comprising the PC. Without a 
tested understanding of the general dimensional structure of the PC, there is no 
consistent framework against which to measure the overall process of contract 
development—either within a specific development context or at large. This research 
intends to offer some clarity to the structure of PCs from a content perspective, by 
exploring early development at a structural level. In order to explore this, the first 
research question to be asked is; what is the structure of the PC for this study. In 
exploring this question, this research will adopt the PCI as its measure of the PC. The 
PCI was chosen because it offers content-based measurement of relational, balanced, 
and transactional contract types from the individual employee’s perspective, plus the 
potential to explore content at a dimensional level also. Additionally, while the PCI 
has been previously validated in the literature, no published research was found to 
offer a measurement structure specific to an Australian sample. This study therefore 
additionally aimed to identify the best fitting factor structure for the general working 
population of Australia. 
Research Question 1: What is the best fitting factor structure of the PC 
for the general working population of Australia, as represented by this 
study’s data, using the PCI measure?   
 
1.3.4 Contract Development and Outcomes 
This section presents what is currently understood in the literature with 
regards the development and outcomes of PCs. The known antecedents and 
formation processes to contract content are reviewed within the context of 
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organisational socialisation literature, which offers insights for understanding 
newcomer adjustment that can benefit the PC development literature (Bauer & 
Erdogan, 2011). Events of contract breach and violation have been the focus of the 
majority of the extant PC literature. A brief presentation of this research is provided 
alongside emerging research into contract fulfilment and change. Focus is given to 
understanding the social exchange, sense-making, and comparison mechanisms 
shaping the outcomes associated with these events, before arriving at the second 
research question which pertains to the role of socialisation in contract development.  
1.3.4.1 Content Formation and Development 
While the process of contract formation has been theoretically described in 
the literature (e.g. Herriot & Pemberton, 1995; Rousseau, 1995, 2001), it is widely 
recognised that research into the formation and development of PC content remains 
limited (Conway & Briner, 2005; O’Leary-Kelly et al., 2014; Rousseau & 
Tijoriwala, 1998). The construct appears to have been linked clearly to many 
organisational and employee outcomes (Conway & Briner, 2005; 2009; Shore et al., 
2004; Rousseau, 2011) the overwhelming majority of research to date has been 
conducted within the context of contract breach and violation, most of these 
employing cross-sectional survey-based research designs with established employee 
populations. Comparatively little research has been conducted within the context of 
contract formation and early development, or using newcomer employees. 
Longitudinal and qualitative studies represent less than a third of research in the 
field, and only an estimated 10% of studies have employed research methods other 
than single source questionnaire surveys (Conway & Briner, 2005).  
Leading researchers agree and acknowledge that these are significant and 
outstanding limitations of the literature and have repeatedly called for increased—
and more methodologically robust—research into contract formation, development, 
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and change in order to better understand the foundations and operation of the 
construct (e.g. Conway & Briner, 2005; Rousseau, 2011; Turnley, Bolino, Lester, & 
Bloodgood, 2003). Response to these calls is building, and the literature has begun to 
explore the antecedents to and the formation and socialisation processes behind 
contract content development. 
1.3.4.1.1. Contract antecedents and formation processes 
By definition, the content of PCs are promissory obligations (Rousseau, 
1989; 1995). For these to form, promise-based social exchanges are required to occur 
between the employer and employee. This formation process commences prior to 
organisational entry via pre-employment and recruitment activities (De Vos, De 
Stobbeleir, & Meganck, 2009; Rousseau, 2001; Sutton & Griffin, 2004) and 
continues post-entry via organisational socialisation and work experiences (Thomas 
& Anderson, 1998; Herriot, Manning, & Kidd, 1997).  
Studies into the individual differences informing contract development, while 
still relatively few to date, have established their clear and wide-ranging influence as 
antecedents to the formation of contract content (Conway & Briner, 2009). For 
example, Nikolaou, Tomprou and Vakola (2007) found that individual differences in 
the form of personality measures contributed significantly to the nature of PC content 
obligations for a sample of Greek students. Other researchers have likewise 
demonstrated the influential role individual differences play in shaping contract 
content, including personality (Orvis, Dudley, & Cortina, 2008; Raja et al., 2004; 
Tallman & Bruning, 2008), self-identity (Hallier & Forbes, 2004), generation (De 
Hauw & De Vos, 2010), career stage (Hess & Jepson, 2008), career ambition (De 
Vos et al., 2009), professional ideologies (Bunderson, 2001; O’Donohue & Nelson, 
2007), education level (Bellou, 2009), and gender (Bloome, van Rheede, & Tromp, 
2010; Pant & Vijaya, 2015). Unfortunately, nearly without exception, the research 
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into individual differences in PCs has investigated simple associations between 
variables. This body of research has also employed largely single-source, self-
reported cross-sectional data, which collectively presents a view of the PC as a state, 
rather than a process. As such, current understanding of the process role—as opposed 
to the correlational association—of individual differences in PC development 
remains unclear. 
One finding from studies into individual differences that may hold wider 
implication for the process of contract development, comes from a study by De Vos 
et al. (2009). These researchers demonstrated that in addition to influencing the 
content of the PC, individual differences related to career strategy preferences 
(termed careerism by Rousseau, 1990) were associated with the salient importance of 
each obligation within the contract. As this study employed a sample of graduates at 
their career commencement, it is quite possible the findings were confounded by 
cognitive attention biases derived by this sample’s contextual focus on career 
building in response. According to self-determination theory, behavioural choices are 
shaped by an individual’s inherent psychological needs for competence, relatedness, 
and autonomy (Deci & Ryan, 1985; Deci, Vallerand, Pelletier, & Ryan, 1991; Ryan, 
1995). A biased attention onto career strategy as a means of enhancing these needs 
would thus be expected in new graduates. This conclusion, while pointing to a 
potential limitation of De Vos et al.’s study, hints at the broader possibility that 
individual differences may influence PC development by directing attention onto 
particular content elements at different points. This idea is yet to be further explored 
in the literature. 
Sometimes confused as individual differences, extra-organisational factors 
are a second group of antecedents believed to influence contract content. These 
include previous work experiences, life experiences, and exposure to the work 
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experiences of people outside of the organisation. For example, during times of 
merger, Linde and Schalk (2008) found that the formation of new PCs was informed 
by previous employment relationship experiences much more so than by the merger 
experience itself or by other individual differences. Harman and Doherty (2014) took 
a qualitative examination of 22 volunteer youth sport coaches to find their PCs were 
predominately shaped by sources external to their employing sports club. Millward 
(2006) followed women over a period of maternity leave and return to work, 
demonstrating change in their PCs attributed to the external experience of 
motherhood. Perceptions of labour markets have also been demonstrated to influence 
PC content (Ng & Feldman, 2008; Wöcke & Sutherland, 2008). These examples 
represent some very few studies found to have analysed the influence of extra-
organisational factors onto the PC. Like individual differences, this is an area of 
research which requires much further study (Conway & Briner, 2009).  
The role of both individual difference and extra-organisational factors as 
antecedents to PC formation are undisputed and both are fertile areas of research to 
explore. However, both are very much in early stages of research and currently have 
a potentially unlimited range of contributing factors to explore. While findings from 
these lines of research will certainly contribute to the advancement of theoretical 
understanding of the PC, their applied value may be realised better following 
clarification in the literature of the intra-organisational antecedents to PC formation. 
Intra-organisational factors include the organisational, employment, and social 
processes an employee experiences inside the organisation (Conway & Briner, 
2009). These factors, being more readily within the influence of practitioners and 
arguably more limited in scope, could then provide a formation framework into 
which individual and extra-organisational differences might be integrated. 
Accordingly, this research chose to prioritise attention on the intra-organisational 
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social exchange mechanisms involved in contract formation as a first step for 
identifying a general formation process for PCs. These social exchange mechanisms 
inevitable find their roots in processes of organisational socialisation. 
 
1.3.4.1.2. Development via organisational socialisation 
Organisational socialisation was defined earlier as the processes by which 
employees become effective and participating members of an organisation (Feldman, 
1976). These processes occur both formally, for example through training programs, 
and informally, for example through observation and interaction with other 
organisational members (Hodgkinson & Ford, 2007). By this definition, the effective 
assimilation of an individual into the organisation could likely continue throughout 
the full lifecycle of the employee from entry through exit (Jablin, 2001). However, 
the majority of organisational socialisation research focuses on newcomer 
assimilation and adjustment up to the point that the individual is considered an 
established organisational member (Kramer, 2010). It is perhaps this focus on 
newcomer adjustment that has led to recommendations for increased integration of 
the PC development and organisational socialisation literatures (Bauer & Erdogan, 
2011; Tomprou & Nikolau, 2011). Empirical studies linking socialisation to PC 
development remain scare, even though this integration is particularly well 
positioned to assist understanding of PC formation and early development 
(e.g. Thomas & Anderson, 1998; Delobbe, Cooper-Thomas, & De Hoe, 2015). 
Research in the field of organisational socialisation largely adopts an 
interactionist perspective, where both organisations and newcomers hold influence 
over the adjustment process of new employees (Reichers, 1987; Gruman, Saks, & 
Zweig, 2006). Organisations engage in socialisation tactics with the objective of 
embedding newcomers within their organisation (Cable & Parsons, 2001). 
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Socialisation tacts are most typically conceptualised along six bipolar continuums 
proposed by Van Maanen and Schein (1979), from which tactics are commonly 
categorised into ‘institutionalised socialisation’ or ‘individualised socialisation’ 
(Jones, 1986). The former set of tactics encourage newcomers to adapt to the 
organisation, while the latter encourage the newcomer to adapt the organisation to 
their ideas and preferences.  
Newcomers engage in information seeking upon entry, incorporating role 
referent information, performance appraisal information, and relational and social 
information (Miller & Jablin, 1981) in order to acquire the knowledge, behaviour, 
and attitudes they need to function as an organisational member (Bauer, Bodner, 
Erdogan, Truxillo, & Tucker, 2007). A significant contribution of organisational 
socialisation literature has been its focus on newcomers as active agents in their own 
socialisation (Saks & Gruman, 2011). This holds implications for the development of 
PCs, as both organisational tactics and newcomer information seeking are 
opportunities for social exchange of promissory obligations—the former driven by 
organisational agents and the latter by the employee themselves.  
Social exchanges that occur via socialisation tactics are primarily delivered 
by nominated organisational agents and are a dominant way in which organisations 
actively shape PCs (Conway & Briner, 2009). In large part, these exchanges involve 
agents such as managers, senior leaders, and human resource representatives, 
communicating messages to employees either verbally or through documented 
policies and practices (Rousseau, 1995). Studies have shown that formal human 
resource practices are associated with both the perception and number of obligations 
held in an employee’s PC (Conway & Monks, 2008; D’Annunzio-Green & Francis, 
2005; Guest & Conway, 1998; 2002b; Westwood, Sparrow, & Leung, 2001).  
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Organisational socialisation literature has established an understanding of the 
outcomes from different socialisation tactics, which may be useful in understanding 
the development of PC content. In a review and consolidation of the organisational 
socialisation literature, Bauer et al. (2007) determined that institutionalised 
socialisation tactics were positively associated with outcomes of organisational 
identification, job satisfaction, organisational commitment, and intention to remain. 
Individualised socialisation tactics were positively associated with innovation, role 
conflict and ambiguity, and stress symptoms. In general, institutionalised 
socialisation is found to be positively associated with newcomer adjustment 
(Ashforth, Saks, & Lee, 1998; Bauer et al., 2007). Given this insight, and the 
assumption that social exchanges pertaining to PC content may occur via 
socialisation tactics, it might be suggested that contract formation is heavily 
influenced by choice of socialisation tactics. 
Indeed, how newcomers are socialised has been shown to have a significant 
influence on newcomer adjustment above and beyond the content of what 
newcomers learn through socialisation (Ashforth, Sluss & Saks, 2007). This also 
holds true for newcomer information seeking; the proactive methods by which 
employees seek information influence newcomer adjustment beyond the content of 
what they learn (Ashforth, 2007). An implication of this for PC development is, that 
socialisation may offer standard contract formation processes that direct the overall 
nature of the PC regardless of the specific content terms that develop. Lending 
support to this argument are the results of a longitudinal study by Cooper-Thomas 
and Anderson (2002), which found information acquisition mediated the relationship 
between organisational socialisation tactics and newcomer attitudes. This finding 
confirms the active role newcomers play in organisational socialisation and, by 
implication, in PC formation. It also emphasises the function of organisational 
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socialisation as a learning process, which again implies that socialisation may offer 
identification of standard formation processes that shape, but are not dependent 
upon, PC content. 
A seminal study from the PC literature to have contributed insights to 
contract formation and content development by emphasising the importance of 
socialisation learning processes is that of Thomas and Anderson (1998). With a 
sample of British Army recruits, the researchers demonstrated that newcomer 
expectations change after entry to the organisation towards the existing normative 
contracts within the organisation, via socialisation experiences and proactive 
information seeking. These changes to PC content following socialisation and 
learning perhaps illustrate a conclusion from organisational socialisation research; 
that newcomers find insiders more useful sources of information than formal 
organisational literature (Ostroff & Kozlowski, 1992) and are likely to prefer 
informal sources of information to formal organisational communications given the 
option (Louis, Posner, & Powell, 1983; Nelson & Quick, 1991).  
Organisational socialisation literature also offers PC literature valuable 
insight to the temporal adjustment and learning of newcomers. One year has 
traditionally been noted as the timeframe for organisational socialisation (Fisher, 
1986), although there are differing schools of thought about the timeframes required 
for successful newcomer adjustment. Stage models of the socialisation process, once 
popular in organisational literature, are no longer recommended due to their overly 
prescriptive nature and limited empirical support (Ashforth, Sluss, & Harrison, 
2007). This has led to a lack of agreement in the literature with regards appropriate 
measurement intervals for studying organisational socialisation (Bauer, Morrison, & 
Callister, 1998; Saks & Ashforth, 1997). In a novel study into socialisation success 
rates, Cooper-Thomas and Anderson (2005) asked the question of if there was a 
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common underlying pattern to organisational socialisation. They determined that 
following a critical early period characterised by rapid changes in learning and 
socialisation behaviours, the influence of socialisation on newcomer adjustment 
reduces over time.  
This conclusion was consistent with an earlier study by the same authors 
(Cooper-Thomas & Anderson, 2002), noted earlier, which demonstrated that the 
importance of socialisation processes and social cues decreases over time. Whether 
this is due to a reduction in newcomer learning motivation or a retraction of support 
from sources of socialisation is unclear, and there is evidence for both. Morrison’s 
(1993) longitudinal study into newcomer information seeking and socialisation found 
the frequency with which newcomers sought information was related to how well 
they had mastered their new environment. Kammeyer-Mueller, Wanberg, Rubenstein 
and Song’s (2013) longitudinal study into interpersonal interactions and 
organisational socialisation processes found proactive support from co-workers and 
supervisors declined within the first 90 days of the newcomer’s employment. 
Assuming learning informing development of PC obligations is similarly subjected 
to reductions in active information seeking and proactive socialisation tactics, it 
might be proposed that the influence of organisational socialisation on PC 
development likewise decrease over time. 
PC research has found that contracts continue to evolve and change quite 
substantially across the first year of employment (e.g. De Vos, 2005; Payne, 
Culbertson, Lopez, Boswell, & Barger, 2014) after which change diminishes. In a 
two-year longitudinal study with newcomer employees, Lee, Liu, Rousseau, Hui, and 
Chen (2011) found the content of Chinese graduates’ PCs changed to a far greater 
degree within the first year of employment compared to the second. Svensson and 
Wolvén (2010) discussed Rousseau’s (2001) proposal that PCs are a manifestation of 
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cognitive schemata, noting that cognitive schema are ‘a model evoked in a given 
situation to help an individual cope with and understand what they experience. The 
schemata are revised as time goes by and new information and feedback from the 
environment regarding a phenomenon is gathered’ (pp. 188–189). Svensson and 
Wolvén argued that as schemata are based on individual experience and revised over 
time, the critical time for PC formation is when an individual is newly placed in an 
organisation. This concurs with the temporal findings from organisational 
socialisation research presented above.  
This schemata-based conceptualisation of contract formation (Rousseau, 
2001; Svensson & Wolvén, 2010) is further supported by organisational socialisation 
research demonstrating a temporal component to the saliency of socialisation goals. 
Both Katz (1985) and Morrison (1995) have presented evidence that social aspects 
and concerns have a greater initial effect on newcomers, while learning about the 
organisation and performance concerns become more important over time. Perrot 
and colleagues (2014) found three socialisation domains in which newcomer learning 
is focused: socialisation with one’s job, one’s work group, and with the organisation 
broadly. These domains have temporally different salience to newcomers and 
different time frames for their learning (Ostroff & Kozlowski, 1992; Perrot et 
al., 2014). Assuming newcomers seek information around the content of their PC 
from similar domains, this suggests that contract content may be formed through 
interactions across each of these domains. This contract content information seeking 
may thus be subject to the same temporal influence of content saliency noted through 
organisational socialisation research.  
The matter of content saliency arises in another relatively rare study into PC 
formation, that of De Vos, Buyens, and Schalk (2005). This longitudinal study of 
527 newcomers in Belgium-based organisations demonstrated the information-
NEWCOMER PSYCHOLOGICAL CONTRACTS 47 
 
seeking behaviours of employees aligned with their value-preferences, with a 
resulting influence on the nature of obligations retained into their PC. Once again 
these findings emphasise the active role of employees in shaping their contract 
content, as well as reflecting a conclusion from organisational socialisation research 
that newcomers tend to seek information relevant (or salient) to their goals (Ashford, 
1986; Louis, 1980). For example, the strategies that newcomers use to become 
socialised has been shown to differ as a function of previous work experience 
(Cooper-Thomas, Anderson, & Cash, 2011), suggesting newcomers self-direct their 
socialisation based on their individualised needs. 
As part of socialisation processes, the PC literature also considers social 
comparison, especially among co-workers, to have a strong effect on the content 
formation of PCs (Conway & Briner, 2009).  During organisational socialisation, 
newcomers actively seek to make sense of promises based on interpretations of 
experiences they encounter during socialisation (De Vos et al., 2003). Thus, the 
social cues they perceive are used by newcomers to confirm, clarify, and amend the 
content of their PC. By assimilating socialisation experiences into the PC, new 
employees ensure that the created PC is the one most suited for realistic application 
to their new work environment (Hilltrop, 1995). 
Ho and her colleagues (Ho, 2005; Ho & Levesque, 2005; Ho et al., 2006) 
contributed valuable insights to the literature with their investigations of social 
networks in shaping contract content. Their studies centred upon social influence and 
cues, arguing that employees seek social referents to who they make social 
comparisons as a means of interpreting and validating their perceived contract 
obligations. Results from a series of studies found that social influence occurred in 
organisations via two mechanisms: cohesive others, or referents the employee 
socialised with by choice; and structurally equivalent others, or referents in the same 
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or similar role or job level to the individual (Ho, 2005). Reference choice was 
dependent on whether the promissory obligation was organisation-wide or job-
specific in context, with employees relying on information from cohesive referents 
for the former, and information from structurally equivalent referents for the latter 
(Ho & Levesque, 2005).  
Social networks have similarly been offered into organisational socialisation 
literature, with the argument that a focus on the social environment and structure of 
the organisation is as equally important as newcomer behaviour in understanding the 
success of socialisation (Jokisaari & Vuori, 2014). This argument emphasises the 
reliance of organisational socialisation processes—and therefore the key social 
exchange mechanisms underpinning PC formation—on social ties and interactions 
between newcomers and insiders for achieving successful newcomer adjustment 
(Ashforth et al., 2007[1]; Jablin, 2001; Reichers, 1987). 
In summary of content formation and development, there remains a 
substantial lack of studies directly investigating PC formation processes. The 
findings from those studies that do exist suggest that organisational socialisation is a 
primary mechanism through which contract content develops. This is unsurprising, 
given the theoretical premise of the PC as founded from social exchanges (Blau, 
1964; Rousseau, 1995). Organisational socialisation literature offers insights to the 
exploration of PC formation, through its focus and insights to socialisation tactics, 
information seeking behaviours, and newcomer adjustment. This thesis concurs with 
Chaudhry and Song’s (2014) declaration that the importance of socialisation and 
comparative processes in understanding exchange relationships should not be 
underestimated. PC formation will therefore be explored in this research through a 
lens of organisational socialisation. 
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1.3.4.2 Contract Breach and Violation 
Without doubt the majority of PC literature has focused upon contract breach 
and its outcomes for the employment relationship (Conway & Briner, 2009). 
Morrison and Robinson (1997) define a breach occurrence as when “one’s 
organisation has failed to meet one or more obligations within one’s PC in a manner 
commensurate with one’s contributions” (p. 230). As such, a perception of breach 
voids the construct’s core theoretical principles of promise-exchange (Blau, 1964), 
reciprocity (Gouldner, 1960), and equity (Adams, 1963; 1965). Breach triggers 
evaluation, revision, and sometimes rejection of the PC (Conway & Briner, 2005; 
Payne et al., 2014). Violation is an extension of breach that occurs when employees 
experience strong emotional reactions in response to their cognitive evaluation of a 
breach obligation (Robinson & Rousseau, 1994). Violation has traditionally been far 
less examined than breach within the literature (Conway & Briner, 2005; Paille, 
2015), although researchers have recently argued that breach and violation should be 
modelled together to best understand and separate their influences on breach 
outcomes (e.g. Conway & Briner, 2002; Griep, Vantilborgh, Baillien, & Pepermans, 
2016; Rousseau, 2011). 
1.3.4.2.1. Breach antecedents and outcomes 
Breach is common and frequent within a PC (Conway & Briner, 2002; 
Robinson & Rousseau, 1994; Payne et al., 2015). Cassar and colleagues have 
proposed (Cassar & Briner, 2005) and empirically supported (Cassar, Briner, & 
Buttigieg, 2016) five component forms of breach. These are breach related to; a 
delay in delivery of obligations, a magnitude of delivery less than was promised, a 
form of delivery different than promised, inequity in delivered obligations compared 
to what others are receiving, and a reciprocal imbalance in what the employee has 
given versus what they have received in return. In all cases, breach reflects a 
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cognitively perceived discrepancy between what was promised and what was 
delivered (Bordia, Restubog, & Tang, 2008).  
A range of breach antecedents has been proposed through the literature. 
These range from perceptual gaps in what was owed (e.g. Porter et al., 1998; Truong 
& Quang, 2007) to disruption from merger or downsizing (Turnley & Feldman, 
1999), and from events outside control of the organisation (Rousseau, 1995) to 
individual factors of employee stress (Xavier & Jepsen, 2015), personality (Raja et 
al., 2004), and self-reliance ideology (Edwards, Rust, McKinely, & Moon, 2003). 
Researchers have also found consistent association between poor or absent human 
resource practices and breach perceptions (Greene, Ackers, & Black, 2001; Guest & 
Conway, 1997; 2000; 2001; 2004). As was noted earlier for the antecedents of 
contract content, studies into the antecedents of contract breach have again largely 
explored simple relationships at single points in time. Analysis of breach antecedents 
as part of a broader process of contract development remains uncommon in the 
literature and is an opportunity for future research to explore. 
In their seminal paper outlining the processes preceding an employee’s 
experience of contract violation, Morrison and Robinson (1997) drew attention to 
two key distinctions. First, they differentiated between breach and violation along 
lines of cognition (breach) and intense adverse affective state (violation). Previously 
researchers had used the two terms rather interchangeably. The distinction helped 
clarify conceptual understanding of the breach/violation process, which shaped 
subsequent measurement approaches. Second, they distinguished the process of 
breach as initiating from deliberate reneging of promises or from incongruence with 
regards understanding of contract terms—with the outcomes of each origin being 
different.  
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Reneging occurs when organisational agents are unable or unwilling to fulfil 
an obligation, although they recognise its existence (Morrison & Robinson, 1997). 
Incongruence occurs when there is mismatch in perception between the employee 
and organisational representative’s understanding of an obligation (Morrison & 
Robinson, 1997). Research by Robinson and Morrison (2000) found that while 
breach occurrences from incongruence do happen, more often conscious reneging is 
the source of breach due to either poor organisational performance leading to an 
inability to deliver obligations, or poor employee performance leading to 
unwillingness to deliver obligations. The perceived originating source of breach, 
reneging or incongruence, is important because it shapes the subsequent evaluation 
of the breach and its circumstances, which in turn guides the affective response of 
the employee to the breach event (Morrison & Robinson, 1997). The nature and 
degree of affective response then determines if feelings of violation will arise from 
the breach event, with the employee more likely to experience violation if they 
believe both that i) the organisation reneged and ii) the organisation’s resulting 
actions treated the employee unfairly (Morrison & Robinson, 1997).  
The employee’s emotional reaction to PC breach is also determined by the 
importance placed on the breached obligation, informed by the type and features of 
the contract held (Conway & Briner, 2002a) and the exchange ideology of the 
individual employee (Lee, Chaudhry & Tekleab, 2014). Exchange ideology is the 
degree of commitment to the norm of reciprocity within the exchange relationship 
(Aselage & Eisenberger, 2003), differences in which are known as equity sensitivity 
(Huseman, Hatfield & Miles, 1987). The stronger the emotional reaction the 
employee experiences in response to breach, the more likely the employee is to 
experience feelings of violation and display negative behavioural and attitudinal 
reactions (Bordia et al., 2008).  
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Tekleab, Orvis, and Taylor (2013) used a sample of newcomer employees to 
explore changes in contract obligations in response to breach events. Across the first 
year of employment and contract development, they observed that the magnitude of 
negative outcomes in response to perceived breach was larger for relational than 
transactional obligation breaches. Raja, Johns, and Bilgrami (2011) similarly 
demonstrated a greater detrimental effect of relational obligation breach than 
transactional obligation breach, in their dyadic study of the negative outcomes of felt 
violations. This study found that different contract types led to differences in both the 
threshold required to experience feelings of violation in response to perceived 
breach, and the strength of violation feelings experienced. Specifically, compared to 
employees with a transactional contract, employees with a predominantly relational 
contract experienced a higher threshold for violation but stronger experience of 
violation once reached. Rigotti (2009) also found evidence for a threshold model of 
PC breach, indicating employees tolerate continuous perceptions of breach only to a 
threshold after which rapid and large changes in attitudes and outcomes often begin 
to appear. This alludes to a complex relationship between breach and violation, and 
their combined relationship to contract outcomes, which is not yet well understood 
by the extent literature. 
Breach and violation are conceptually and empirically different (Robinson & 
Morrison, 2000). However, it is important to note that violation is conditional upon a 
perception of breach (Griep et al., 2016). As such, their antecedents and the initial 
process of breach/violation evaluation are likely the same. Where the two concepts 
diverge is through the employee’s interpretation of the context and outcomes 
surrounding the breach (Morrison & Robinson, 1997)—a divergence that has not 
been consistently or adequately observed in the research. Griep and colleagues 
(Griep et al., 2016) have suggested that it is likely perceptions of violation, not 
NEWCOMER PSYCHOLOGICAL CONTRACTS 53 
 
breach, that influence many of the employee outcomes traditionally attributed to 
breach.  
Outcomes the literature has attributed to the negative effects of breach 
include: reduced organisational trust (Rigotti, 2009; Robinson, 1996), lowered work 
performance (Turnley et al., 2003), greater intention to leave the organisation (Raja, 
et al., 2004), reduced commitment and loyalty (Coyle-Shapiro & Kessler, 2000; 
Turnley & Feldman, 1999), lower engagement in citizenship-type behaviours 
(Coyle-Shapiro & Kessler, 2002; Uen et al., 2009), lower levels of perceived 
organisational support (Kiewitz, Restubog, Zagenczyk, & Hochwarter, 2009), 
unsatisfactory organisational climate (Conway & Briner, 2005), lower commitment 
to safety behaviours (Walker, 2013), reduced innovative work behaviours (Newton 
& Nowak, 2010; Ng, Feldman & Lam, 2010), and reduced employee wellbeing 
(De Jong, Clinton, Rigotti, & Bernhard-Oettel, 2015).  
Outcomes the literature has attributed to the negative effects of violation, 
both direct and mediated, include: reduced job satisfaction (Raja et al., 2011), 
organisational commitment (Bao, Olson, Parayitam, & Zhao, 2011), organisational 
trust (Grimmer & Oddy, 2007), interpersonal trust (Yan & Zhu, 2013), 
organisational citizenship behaviours (Turnley & Feldman, 2000), in-role 
performance (Suazo, 2009), feelings of civic virtue (Robinson & Morrison, 1995), 
and turnover intent (Dantas & Ferreira, 2015), and increased displays of incivility 
(Sayers, Sears, Kelly, & Harbke, 2011), deviant behaviour (Restubog, Bordia, & 
Tang, 2007), and vengeance cognitions (Restubog, Zagenczyk, Bordia, Bordia, & 
Chapman, 2015). 
The suggestion that perceptions of violation, rather than breach, influence 
employee outcomes and that the two should be modelled simultaneously (Griep et 
al., 2016), carries an inference that while the literature has generated a substantial 
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body of evidence associating breach and violation with various outcomes, issues with 
measurement precision may present challenges for explaining these outcomes. In a 
review of PC research, Conway and Briner (2009) noted they could find no 
consistent pattern across studies in terms of explaining the effects of breach. They 
also observed a lack of research into the processes by which breach affects outcomes.  
A meta-analysis by Zhao and colleagues (2007) on the impact of breach on 
work outcomes also highlighted a lack of clarity in the literature regarding these 
processes. Their meta-analysis of 51 studies, while affirming breach is associated 
with many important work outcomes, found a large proportion of these outcomes 
displayed heterogeneous effect sizes. This suggests the presence of possible 
moderating influences, which the literature is recommended to explore (Karagonlar, 
Eisenberger, & Aselage, 2016). 
Another measurement concern of contract breach and violation, is the over-
reliance of empirical studies on cross-sectional quantitative survey research designs 
(Conway & Briner, 2002a; 2009). This precludes commentary on causality and also 
discounts the potential dynamic nature of breach outcomes. In a rare longitudinal 
study into the effects of breach, Solinger, Hofmans, Bal, and Jansen (2015) found 
evidence of a nonlinear trajectory for the outcome of organisational commitment in 
response to breach. This trajectory depended upon how successfully the employee 
resolved their PC following the breach occurrence. Findings of this study emphasised 
that the state of a PC can “bounce-back” (Solinger et al., 2015, p.1) from the 
emotional impact of breach, inferring the impact of breach on employee outcomes is 
not static.  
Qualitative studies exploring breach outcomes have also offered support to 
the notion that employees may engage in constructive responses to breach and 
violation events (e.g. Parzefall & Coyle-Shapiro, 2011; Pate, 2006). It is therefore 
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potentially misleading for the literature to continue offering static views of breach 
and violation through quantitative cross-sectional studies focused on negative 
employee outcomes. A shift in focus from identifying breach outcomes toward 
understanding the development of PCs via the mechanism of breach is now 
warranted.  
1.3.4.2.2. Development via breach evaluation 
Perceived breach does not always lead to PC change (Robinson & Morrison, 
2000) or to negative outcomes (Pavlou & Gefen, 2005). Often, breach is merely a 
motivation to evaluate and readdress balance within the PC via minor adjustments 
(Payne et al., 2015). In particular, this appears to be the case for newcomers across 
the first year of employment during which it is recognised contract changes are 
substantial and continuous (e.g. De Vos, 2005; Lee et al., 2011; Robinson & 
Rousseau, 1994). Two key longitudinal studies have recently brought attention to the 
role of breach evaluations in early contract development: Bankins’ (2015) and Payne 
et al., (2015). 
Bankins (2015) drew upon sense-making theories (Louis, 1980; Weick, 1995) 
and coping literatures (e.g. Lazarus & Folkman, 1984) to position employees as 
active agents in understanding and repairing their PCs in response to breach. 
Through the results of her study, Bankins developed an “adaptive remediation 
contract change process model” (p. 36). This model demonstrated breach to trigger 
sense-making, which brought an initial affective reaction and potential withdrawal of 
employee contributions. The employee then engaged coping strategies in order to 
understand and adapt to the experienced discrepancy in promised versus delivered 
obligations (i.e. the breach). This triggered a secondary process of contract ‘repair’ 
where, depending on the success of the coping and sense-making strategies, the 
employee would engage action to either repair the breach and reinstate the contract, 
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repair the contract but not the breach by adjusting contract content, or engage no 
repairs and accept either negative outcomes or a new PC. Bankins’ model suggests 
that longer-term outcomes to the employment relationship in response to breach, are 
influenced less by the breach event itself and more by the effectiveness of the 
remediation techniques employed by the employee. Further, this is one of the first 
studies to distinctly and empirically illustrate the process of contract development via 
the mechanism of breach. 
Another study illustrating the process of contract development via breach, is 
Payne and colleague’s (2015) three-wave study of contract breach as a trigger for 
contract adjustment in newcomer employees. Drawing on the sense-making 
processes that occur during organisational socialisation (Louis, 1980; Weick, 1989; 
1995), the researchers referenced the ‘honeymoon-hangover effect’. Identified in the 
organisational socialisation literature, the honeymoon-hangover effect refers to a 
pattern of adjustment in newcomers where they enter an organisation with inflated 
expectations and once inside, downwardly adjusting their expectations—and often 
their attitudes—to align with the reality of their new environment (Boswell, Shipp, 
Payne, & Culberton, 2009; Cropanzano, James, & Konovsky, 1993; Solinger et al., 
2015).  
Payne et al. (2015) posited that newcomer evaluation of breach events would 
see contract obligations reflect the pattern described by the honeymoon-hangover 
effect. Instead of interpreting breach as a signal of injustice, which may prompt 
feelings of violation and negative affect, newcomers interpret breach as a trigger for 
downward adjustment of either their own or the employer’s obligations. Findings of 
this study supported this proposition, with newcomers at one-year employment more 
likely to report a balance than an imbalance between employer and employee 
obligations. The researchers concluded that, consistent with equity theory (Adams, 
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1963; 1965) and the norm of reciprocity (Gouldner, 1960), employees will prioritise 
contract balance over contract content. This is also consistent with previous 
conclusions in PC literature: that as newcomers are socialised into the organisation 
they are likely to adjust earlier expectations to align with what they learn and 
perceive upon entry (Morrison, 2002), and that employees will adjust their 
behaviours in response to both over- and under-fulfilment of obligations by the 
organisation in order to maintain contract balance (Gneezy & Epley, 2014; Newton 
& Nowak, 2010; Shore & Barksdale, 1998). 
Until recently, the literature has tended to interchange the terms ‘breach’ and 
‘lack of fulfilment’ (Vantilborgh, 2015). This poses dilemmas particularly for the 
measurement of breach. In the extant literature, breach measures typically adhere to 
one of two formats: either a global or composite measure of the overall extent to 
which an employee perceives their employer to have met its obligations, or an 
average calculation of fulfilment evaluations given to a range of obligation beliefs 
(Lambert, Edwards, & Cable, 2003; Zhao et al., 2007).  
A number of problematic assumptions underpin these measurement 
approaches. First, these approaches assume all obligations, breached or fulfilled, to 
offer equal contribution to outcome variables—yet both theoretical and empirical 
indications suggest this assumption is incorrect (De Jong et al., 2015). Second, they 
assume that the experience of breach is the result of accumulated obligation breaches 
or fulfilment experiences—yet evidence exists that single obligations can both 
significantly impact employee experience (Conway & Briner, 2002) and provide a 
sufficient basis for perception of breach (Parzefall & Coyle-Shapiro, 2011). Third, 
and perhaps most problematically, these measurement approaches confound breach 
with other dimensions (Griep et al., 2016)—including fulfilment. Empirical evidence 
is emerging that breach and fulfilment are distinct dimensions of contract experience 
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(Lambert et al., 2003; Vantilborgh et al., 2014). As such, the literature now needs to 
recognise that breach and fulfilment may be two different mechanisms of social 
exchange through which PCs develop.  
1.3.4.3 Contract Fulfilment and Change 
Traditional views of the PC placed breach and fulfilment at opposites ends of 
a single linear continuum (Conway & Briner, 2009). It was generally accepted that a 
primary outcome of repeated breach was the erosion of trust in the exchange 
relationship (Johnson & O’Leary-Kelly, 2003), which led to employees modifying 
their contract by reducing their own obligations to restore reciprocity to the exchange 
(Coyle-Shapiro & Conway, 2005). Gradually, employees come to perceive they owe 
the organisation less, while the organisation owe them more (Robinson, Kraatz, & 
Rousseau, 1994). This in turn leads to increasingly lower levels of perceived contract 
mutuality and increasing likelihood of the employee experiencing breach and 
subsequent violation (Rousseau, 1995). The outcomes of repeated fulfilment were 
assumed to be the opposite (Lambert et al., 2003; Rousseau, 1994). Yet research now 
clearly suggests that breach and fulfilment do not belong to a single continuum and 
may indeed have nonlinear effects on contract outcomes (e.g. Conway, Guest, & 
Trenberth, 2011; Rousseau, 1989; Vantilborgh et al., 2014). This also raises the 
possibility that the two dimensions have nonlinear effects on contract development. 
1.3.4.3.1. Antecedents and outcomes 
Rousseau (2011) defines “fulfilment is the extent to which a party to the PC 
is judged to have lived up to or performed its part” (p. 1999). Rousseau describes 
three PC traits that increase the likelihood of contract fulfilment: mutuality, 
reciprocity, and alignment. The presence of contract mutuality, especially under 
conditions of mutually high obligation commitments (reciprocity) from both parties, 
has been demonstrated to deliver higher levels of employer contract fulfilment 
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(Dabos & Rousseau, 2004). There is little research on the effect of mutuality on 
employee obligation fulfilment, however research has demonstrated reciprocity to 
account for greater employee contributions in response to employer over-fulfilment 
(e.g. Cassar, 2001), lower employee commitments in response to under-fulfilment 
(e.g. Coyle-Shapiro & Kessler, 2002), and anticipation of increased employer 
obligations when an employee believes they have over-contributed to the exchange 
(Dabos & Rousseau, 2004). However, this support for reciprocity as an antecedent to 
employee obligation fulfilment is potentially questionable, given Rousseau’s 
recommendation that fulfilment and over-fulfilment be examined as separated 
dimensions depending on the contract features involved. By and large, there is 
limited research into the antecedents and processes surrounding employee obligation 
fulfilment; most researchers have focused on employer obligation fulfilment 
(Rousseau). 
 The third noted contract fulfilment antecedent, alignment, reflects an equal 
balance in obligation level between employees. Alignment, or balance, is enhanced 
by quality human resource practices and quality interactions between the employee 
and organisational representatives (Guest & Conway, 2002). Research consistently 
shows employees seek balance in their contracts and actively work to reinstate 
balance when it is absent (Payne et al., 2015; Robinson et al., 1994; Shore & 
Barksdale, 1998). In a study of newcomer employees, De Vos et al. (2003) 
illustrated how past contract fulfilment shapes both understanding of the current 
contract and anticipation of the future experience of the contract. Employees are 
motivated to fulfil their obligations via self-regulation in the context of present and 
anticipated circumstances (Rousseau, 1995). Thus, experience of past contract 
fulfilment is likely to encourage current and future honouring of commitments to 
ensure contract alignment is maintained (e.g. Claes, 2005; Guest & Conway, 2002).  
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A number of outcomes from employer contract fulfilment have been 
empirically studied. Direct associations have consistently been found between 
employer fulfilment and: employee job satisfaction (Conway & Briner, 2002b; 
Lambert et al., 2004), work engagement (Bal, De Cooman, & Mol, 2013), 
organisational identification (Rodwell, Ellershaw, & Flower, 2015), affective 
commitment (Guerrero & Herrbach, 2008; Parzefall & Hakanen, 2010), considerate 
voice behaviour (Vantilborgh, 2015), reduced turnover intent (Takase, Teraoka, & 
Tabase, 2016), job performance (Sturges, Conway, Guest, & Liefooghe, 2005; 
Turnley et al., 2003), innovative work behaviours (Blanton, Newton, & Will, 2008), 
and employee mental health (Parzefall & Hakanen, 2010). Unfortunately, research 
into the outcomes of employee obligations is much more limited especially among 
newcomer employees (Delobbe et al., 2015).  
The PC literature would benefit greatly from a general increase in empirical 
investigation of employee obligations, employee fulfilment, and employee breach. 
Understanding of these and their role in contract development is extremely scant 
compared to what is known of employer obligations, fulfilment, and breach (Conway 
& Briner, 2009). Exceptions to have focused on employee obligations exist, but have 
summarily considered content rather than fulfilment (e.g. Payne et al., 2014; 
Robinson et al., 1994; Rousseau, 1990; Shore & Barksdale, 1998; Shore, Tetrick, 
Lynch, & Barksdale, 2006). This gap is particularly important to correct, given 
indications that employee and employer obligations may not hold a direct 
relationship in terms of either their perceptions or their behaviour. Tekleab and 
Taylor (2003) used matched dyads to conducted research into the level of reciprocal 
agreement between managers and employees about contract obligations. While the 
parties agreed on the content and perceived violation of employee obligations, their 
perceptions diverged significantly with regards the employer obligations. Given 
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mutuality is a known antecedent to fulfilment (Rousseau, 2011), this suggests 
employer and employee obligations may experience and elicit different fulfilment 
outcomes.   
Freese, Schalk, and Croon (2011) have also contributed evidence to support 
the suggestion that the processes of employee and employer obligation fulfilment 
may operate differently, with their study on the impact of organisational changes 
onto PCs. In a longitudinal study with health care workers, these researchers found 
the while organisation changes negatively affected the perceived fulfilment of 
employer obligations, employee obligations remained unaffected. Once again, this 
suggests that employer and employee fulfilment may operate differently, which also 
raises questions around their different roles in PC development. 
1.3.4.3.2. Development via obligation fulfilment  
Contract fulfilment is recognised as critical for understanding the exchange 
relationship (Vantilborgh, 2015) and content of PCs (Conway & Briner, 2009). It 
plays a complex role as both an antecedent and consequence of PC development, in 
an ongoing cycle of anticipated future behaviour in response to past fulfilment 
experience (Lee et al., 2011). In an examination of self-regulated changes in PCs 
over time, Hattori and Morinaga (2011) found that employees in a Japanese 
pharmaceutical company continually employ self-regulative actions in response to 
employer obligation fulfilment to address discrepancies in perceived fulfilment 
levels. These self-regulatory actions, originally proposed in a theoretical paper by 
Schalk and Roe (2007), were: revision (alteration) to the contract terms, balancing 
(adjustment) of contract obligations between parties, or desertion of the contract 
(departure from the organisation).  
Two key conclusions from Hattori and Morinaga’s (2011) study offer insights 
to the role of obligation fulfilment in ongoing contract development. First, consistent 
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with organisational socialisation literature, employees were active agents in shaping 
their employment experience and in this case developing their PC. This indicates 
employees actively use contract fulfilment not merely as a measure of contract 
fairness and acceptability, but as a social exchange mechanism to revise and balance 
their PCs. Secondly, the average tenure of participants at the first of two waves of 
Hattori and Morinaga’s data collection was 12.5 years. This indicates that the 
contribution of obligation fulfilment to contract development is an ongoing and 
continuous social exchange process throughout the full lifecycle of the employment 
relationship. 
According to Rousseau’s (1995; 1998; 2001) original conceptualisation of the 
construct, PCs develop into a relatively stable mental model, against which the 
employee measures whether obligations are being met and reciprocated fairly. In 
contrast, other researchers have offered the view that PCs are inherently flexible and 
will continue to evolve over time in response to experience and contextual factors 
(Conway & Briner, 2002a; Herriot & Pemberton, 1995; Shore & Tetrick, 1994). 
Ongoing contract fulfilment is one of these experiences (Hattori & Morinaga, 2011).  
Payne et al. (2015) offer an interesting insight to this debate of PC stability 
over time, by distinguishing between stability in contract content reciprocity versus 
contract obligation balance. Their longitudinal study exploring this distinction found 
contract balance remained stable over time, while contract content and reciprocity 
(obligation levels) were more dynamic. This finding integrates both Rousseau’s 
articulation of the PC as a stable mental model and the alternate view of the contract 
as an ever evolving and updating understanding of the reciprocal terms of the 
employment relationship. Obligation fulfilment, or lack thereof, appears then to be 
an important exchange mechanism by which employees understand and develop both 
balance and reciprocity within their PC. 
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Having established that contract fulfilment guides contract development, the 
outstanding question is how the employee evaluates fulfilment. An answer to this 
question lies in Morrison and Robinson’s (1997) theoretical model of the contract 
violation process. In this model, they procedurally separated perceived unmet 
promises (i.e. obligations low on fulfilment) from perceived breach of contract. This 
is consistent with subsequent empirical findings that fulfilment (or lack of fulfilment) 
and breach are separate dimensions (Lambert et al., 2003; Vantilborgh et al., 2014).  
The process via which Morrison and Robinson (1997) separated these 
dimensions, was social comparison. In the case of their model, they proposed that 
when employees perceived a lack of fulfilment, they were prompted to compare the 
benefits promised versus provided by the employer to the contributions promised 
versus provided by themselves. In short, they employ social comparison between 
themselves and their employer to ensure that equity exists within the exchange 
relationship. If the employee determines that inequity exists, they are encouraged to 
evaluate the unmet promise as a contract breach. On the other hand, if the employee 
determines that equity remains, they are left to resolve a discrepancy in level of 
perceived fulfilment. In both cases, social comparison is the underlying means by 
which both breach and fulfilment are evaluated. 
The idea of social comparison as the operating mechanism by which contract 
fulfilment and contract breach diverge into different dimensions may carry an 
implied temporal element when applied to early contract development. Social 
comparison requires an experience—either the individuals’ own or access to other 
referents’—from which to draw a comparison (Festinger, 1954). New employees 
naturally will take time to accumulate a resource bank of reliable experiences. Until 
they have sufficient experiences against which to compare and measure inequity 
related to a perceived unmet promise, by the principles of social exchange the 
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employee is likely to trust the promised obligation will in time be adequately 
fulfilled (Blau, 1964). Over time, as experience accumulates, both the employee’s 
capacity to engage in social comparison and their related sensitivity to perceptions of 
unmet obligations are likely to increase, especially within contemporary work 
environments which experience high frequency of change (Kickul, Lester, & Finkl, 
2002). From this assumption, it could be suggested that over time the occurrence of 
perceptions of unmet promises and subsequent breach evaluations may increase, as 
would the potential influence of these onto contract obligation development. 
Returning to obligation fulfilment; the suggestion that obligation fulfilments 
are evaluated via social comparison is supported by Ho and colleagues’ (Ho, 2005; 
Ho & Levesque, 2005; Ho et al., 2006) research into the roles of social structure, 
social referents, and social influence in relation to evaluation of PC fulfilment. This 
series of research studies was described earlier and will not be repeated here, other 
than to note that employees rely on informal social referents for information relating 
to their evaluation of PC fulfilment.  
In addition to comparison to referent others, a second form of social 
comparison is where the employee compares their current experiences to their 
previous, anticipated, or ideal experience (O’Neill, Halbesleben, & Edwards, 2007).  
In the context of PC development, this process of self-referent social comparison 
occurs as part of ongoing organisational socialisation. Described earlier, it is through 
organisational socialisation that the employee acquires and updates their knowledge 
of what to expect with regards contract fulfilment, based upon their experiences 
inside the organisation. Prime examples of PC studies that have explored social 
comparison within the context of organisational socialisation include Thomas and 
Anderson’s (1998), described earlier, and Chaudhry and Song’s (2014).  
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Chaudhry and Song conducted a longitudinal study of two-waves, one each 
side of an organisational change event. They found that the context of change 
triggered sense-making activities via processes of organisational socialisation, which 
included social comparisons. Unfavourable social comparisons were associated with 
reduced employee contributions for relational, balanced, and transactional 
obligations. The researchers concluded that comparison processes were an integral 
part of the employee sense-making process during times of change. They further 
concluded that it was important for organisations to anticipate and manage the 
employee’s social construction of the change context in order to protect against 
adverse and negative perceptions of contract fulfilment. To achieve this, managers 
can employ ‘social accounts’ to convey why change and related contract 
accommodations are legitimate. Social accounts aim to increase feelings of 
interactional justice by signalling respect for the employee and a sense of overall 
contract fulfilment throughout the process of change-initiated contract development 
(Lester, Kickul, & Bergmann, 2007; Rousseau, 2005).  
1.3.4.4 Development via social accounts 
A social account is a publicly communicated explanation of events, intended 
to increase perceptions of interactional justice and thus reduce perceptions of 
negativity and facilitate social acceptability of either the situation or the account-
giver (Lee & Robinson, 2000). Traditionally studied in the context of injustice (Lee 
& Robinson), social accounts have recently entered PC literature as a means of 
understanding PC fulfilment over time (Lester et al., 2007; Turnley et al., 2003). 
Social accounts provide employees with a framework from which to interpret the 
reasons why an employer might undertake or impose change (Rousseau & 
Tijoriwala, 1999). In the context of PCs, social accounts refer to the explanations 
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given to the employee by organisational representatives for unfulfilled or altered 
promissory obligations. 
There are three general types of social accounts: reframing outcomes, 
exonerating motives and mitigating responsibility (Sitkin & Bies, 1993). 
Organisations reframe outcomes when they emphasise the positive outcomes of a 
negative action, thereby encouraging the employee to view the action more 
favourably. When organisations appeal to universal values or goals in an attempt to 
legitimise their actions, they are said to be ‘exonerating motives’. Mitigating 
responsibility refers to when organisations place responsibility or blame for an 
unfavourable action on a source outside of the organisation’s control (Sitkin & Bies, 
1993).  
It is not the type of social account, but the account’s credibility and perceived 
adequacy that can influence PCs (Lester et al., 2007). Employees experience feelings 
of violation when they believe the organisation has deliberately reneged on an 
obligation or treated them unfairly, thus betraying the employee’s trust (Robinson & 
Morrison, 2000). Trust is present in all types of PCs and their obligations (Atkinson, 
2007; Bal, Chiaburu & Jansen, 2010; O’Donohue & Nelson, 2007; Robinson, 1996). 
Both lack of contract fulfilment and organisational breach, without adequate 
explanation or account, erode employee trust and prompt downward change in 
content obligations. This in turn leads to negative outcomes in employee attitude and 
behaviour (Bal et al., 2010; Zhao et al., 2007).   
The adequacy, or credibility, of social accounts has been found to influence 
employee decisions to retain or change PCs in the face of organisational actions and 
events, with adequacy positively related to maintenance of the PC (Lester et al., 
2007). Adequate social accounts are also proposed to play a vital role in bringing 
consistency to an individual’s interpretation of PC obligations (Lester et al., 2007). 
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Together, the credibility and consistency of the information provided by an 
organisation to its employees determines the structure of future PCs, and determines 
employee tolerance of future unmet obligations (Rousseau, 2001). 
Most organisational actions leading to perceived breach involve an 
organisational justice issue (Pate, 2006). Conversely, perceptions of contract 
fulfilment require perceptions of justice. The role of perceived justice in shaping the 
PC is particularly strong during times of organisational change (Korsgaard, Sapienza, 
& Schweiger, 2002). In a PC study within the context of a planned organisational 
change, Korsgaard et al. found when employees perceived the change planning 
process to be procedurally just, they were more likely to display organisational 
citizenship behaviours and less likely to adjust their own obligations or intention to 
remain than when they perceived the planning process to be unjust. Perceptions of 
procedural justice were informed by the organisation’s demonstrated consideration 
and involvement of employees regarding change. In a study examining the 
antecedents affecting perceptions of PC fairness, Blancero, DelCampo, Gao and 
Lewis (2009) found organisational communication, trust, leader–member exchange, 
and perceived organisational support to affect perceptions of fairness in the PC. 
These research examples illustrate how, in the absence of adequate social accounts 
explaining current and future ability of an employer to deliver on their promised 
obligations, employee perceptions of organisational justice might easily diminish.  
Contemporary organisations experience frequent organisation changes that 
impact PCs and prompt their development (Guest, 2004; Freese et al., 2011; van den 
Heuvel & Schalk, 2009, Chaudhry et al., 2011). Attitudes toward change have been 
demonstrated to play a key role influencing positive perceptions of contract 
fulfilment throughout the change experience (Van der Smissen, Schalk, & Freese, 
2013a; 2013b). Social accounts are a key social exchange mechanism for facilitating 
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these positive change attitudes (Frey & Cobb, 2010) and thus contract fulfilment. 
Social accounts also repair trust following experiences of violation (Kim, Ferrin, 
Cooper, & Dirks, 2004), increase fairness perceptions (Frey & Cobb, 2010), 
encourage mutuality with regards PC context (Cobb & Wooten, 1998), and are an 
integral part of sense-making socialisation (Lee & Robinson, 2000). As such, social 
accounts have the potential to shape contract development both directly and 
indirectly via organisational socialisation, breach evaluation, and obligation 
fulfilment exchange processes.  
This section has outlined four key social exchange mechanisms by which the 
PC is thought to develop: organisational socialisation, breach evaluation, obligation 
fulfilment, and social accounts. The presentation of these social exchange 
mechanisms has highlighted the inter-relationships and inter-dependencies between 
these mechanisms, such as social comparison processes, shared development 
contexts, and the dual role of these mechanisms as both antecedents and outcomes of 
PC development. This thesis will explore these social exchange mechanisms 
together, in order to demonstrate their relative and combined importance to early PC 
content development. Integration and comparison of these mechanisms will advance 
conceptual understanding of the processes underlying PC development. It will also 
assist practitioners to prioritise those social exchange activities that best facilitate 
desired contract content development.  
Research Question 2: What are the relative influences of four key 
social exchange mechanisms on early PC content development, these 
being organisational socialisation, breach evaluation, obligation 
fulfilment, and social accounts? 
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1.4 A Proposed Temporal Model Of PC Development Via Social 
Exchange 
From the above presentation, this literature review concludes that PCs are 
dynamic, adaptive, constantly evaluated, and frequently renegotiated mental models 
by which employees seek to understand and anticipate their employment relationship 
experience. As such, PCs should be viewed as a process of ongoing development via 
social exchange rather than a stable description of the nature of social exchanges 
(Conway & Briner, 2009; Schein, 1988). Contemporary researchers increasingly 
conceptualise the PC as a dynamic and interactive process informed by multiple 
developmental dimensions (e.g. Bankins, 2015; Conway & Briner, 2009; Delobbe et 
al., 2015; Griep et al., 2016; Maia & Bastos, 2015; Payne et al., 2015). This raises a 
conundrum in the existing literature for three key reasons: 
1. The vast majority of research reviewed has viewed and measured the PC as a 
static trait of an employment relationship, not a dynamic process. The 
conclusions formed from the literature review suggest a temporal component 
to development modelling is now required in order to advance conceptual and 
definitional understanding of the construct. 
2. In measuring the PC as a static state, the extant research has done so with 
high bias toward the employer as the active agent in the exchange, instead of 
considering the employee as an equally active participant in—rather than 
passive interpreter of—social exchanges.  The evidence suggests, in line with 
organisational socialisation literature, that an interactionist perspective is now 
most appropriate for exploring contract development.  
3. Traditional continuum-based views of fulfilment, breach, and violation have 
facilitated measurement approaches that potentially confound and prohibit 
clarity on the contributions of these events toward contract development. It is 
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proposed that recognition and appropriate measurement of the multi-
dimensional nature of these contract experiences is now required in order to 
accurately investigate their direct and interactive effects on contract content 
development. 
This thesis will incorporate the above suggestions to investigate the early 
development of PC content.  
Figure 1.1 draws on the findings of this literature review to present a 
schematic model of the relative temporal influence of four social exchange 
mechanisms onto PC development. Key features of the model include: 
x A temporal component, suggesting that the relative influence of different 
social exchange mechanisms may shift as contracts develop. This is indicated 
by the separation of early and latter socialisation. 
x A focus on contract development via socialisation, which facilitates 
interactive social exchanges between employees and employers. 
x Integration of four key social exchange mechanisms identified through this 
literature review to inform PC development, being: organisational 
socialisation, breach evaluations, obligation fulfilment, and social accounts.  
x Separation of employer and employee obligations, and their potential 
dimensions, to allow for exploration of differences in contract development 
processes due to contract structure. 
This model will be tested and explored through the course of this thesis, in order to 
address a third and final research question pertaining to the early temporal 
development of PCs: 
Research Question 3: What are the temporal contributions of each 
social exchange mechanism tested in this research, onto the 
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development of each structural dimension found in this research for the 
PC? 
 
 
 
Figure 1.1. Schematic model of the proposed relative temporal influence of four 
social exchange mechanisms onto newcomer PC development, to be tested and 
explored through this research. 
 
 
1.4.1 Conclusion 
The PC is a popular construct for understanding contemporary employment 
relationships (Latornell, 2007), which over the past three decades has generated an 
exponentially increasing volume of research (Conway & Briner, 2009). Traditionally 
this research has focused on understanding the events and outcomes of contract 
breach, largely through narrow and collectively limited research designs reliant on 
single-source, cross-sectional data. Contemporary researchers are increasingly 
focused on clarifying conceptual and theoretical issues related to the construct, such 
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as its boundaries, structure, and processes of development. Recent important 
distinctions have been empirically drawn between various dimensions of contract 
experience, and the literature is beginning to lean more heavily upon socialisation 
literatures as a means of understanding the mechanisms underpinning social 
exchange within the psychological contracting process. 
This thesis concurs with a view of the PC as a dynamic process for making 
sense of day-to-day work experiences (Levinson et al., 1962), with the employee and 
employer as actively interacting agents shaping the PC experience (Delobbe et al., 
2015). It seeks to contribute to the body of PC research by exploring early PC 
development via a focus on structure and socialisation. Based on a detailed review of 
the extant literature, a temporal model of contract development through interactive 
social exchange has been proposed. The schematic model will be used as a guide for 
testing and exploring the structure and development of newcomer PCs.  
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Chapter 2: Methodological Design 
2.1 Introduction 
In designing this study, previous methodological approaches used in PC 
development research were considered for their contributions and limitations. A 
number of methodological limitations can be noted in the existing literature, which in 
part explain the absence of agreement among researchers regarding PC structure and 
formation (Conway & Briner, 2009). Key among these is a relative lack of 
longitudinal and qualitative research designs, inconsistency in the use and 
application of benchmarked measurement tools, and an unrealised opportunity to 
further integrate PC and socialisation literatures. These are outlined here for the 
purposes of explaining some key methodological design choices of the current study. 
In 2005, Conway and Briner estimated that of existing PC empirical studies, 
approximately 70% were cross-sectional, 20% longitudinal, and 10% based on 
qualitative data. The majority of cross-sectional PC studies have focused on the 
antecedents and outcomes of PC breach. Studies of PC development are much less 
frequent in the literature, although in recent years they have appeared more regularly. 
While PC development is often conceptualized and discussed as a process, it is far 
more often studied in terms of linear relationships between specific variables and, 
especially in the case of cross-sectional studies, in the absence of a temporal 
perspective (Conway & Briner, 2009). This is perhaps the single greatest barrier to 
achieving a fuller understanding of newcomer PC development. While cross-
sectional research designs can deliver varied and flexible investigations into the 
operation and outcomes of PCs, they remain limited in their offering of a deeper 
contextual and temporal understanding of PC development. Longitudinal and 
qualitative methods are better suited for this purpose. 
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Longitudinal methods are concerned with the study of change, and involve 
repeated, time-sequenced observations (Hassett & Paavilainen-Mäntymäki, 2013). 
Qualitative research aims to interpret phenomena through the meaning that 
participants assign to their experiences, usually through non-standard and adaptable 
methods of data collection that achieve detailed and complex information from 
which themes and theories are then drawn (Ormston, Spencer, Barnard, & Snape, 
2014). Qualitative research relies on the data to elicit themes, comparative to 
quantitative research, which typically employs measures extracted from previous 
research and existing theory.  This dissertation seeks to integrate factors previously 
identified to inform PC development, in order to compare their relative and temporal 
influences. As such, quantitative longitudinal methods were selected for this study. 
Following calls in the research to pursue deeper understanding of PC 
development via longitudinal research (e.g. Conway & Briner, 2005; 2009; Shore et 
al., 2004; Rousseau, 2011; Rousseau & Tijoriwala, 1998), the past decade has seen 
longitudinal research designs appear with increasing frequency. However, relatively 
few of these have employed newcomer populations, and of these even fewer for the 
purposes of investigating PC development. Influential exceptions include Thomas 
and Anderson’s (1998) and De Vos et al.’s (2003) investigations of newcomer PC 
development and organisational socialisation, and Bankins’ (2015) and Payne et al.’s 
(2015) studies of newcomer PC change as a function of breach experiences.  
Within the previous longitudinal studies that have employed newcomer 
populations, choices around observation time sequences have been relatively 
consistent and reflective of organisational socialisation literature, which suggests 0, 
3, 6, and 12 months as meaningful intervals in the socialisation process (e.g. Bauer et 
al., 1998; Morrison, 1993). This study chose a three-wave panel design, selecting 0, 
6, and 12-month time intervals for data collection. This choice is consistent with 
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previous PC studies aiming to observe temporal change in newcomer populations 
(e.g. Boswell et al., 2009; De Vos et al., 2003; Payne et al., 2015). 
Most longitudinal studies in PC research have employed single-source 
designs, most likely due to the prohibitive administrative complexity of multi-source 
designs. Studies that have employed multi-source data have typically drawn on a 
single industry sector (e.g. Conway et al., 2014; Freese et al., 2011; Vantilborgh et 
al., 2014) or on market- or web-based research (e.g. Ng et al., 2014; Zagenczyk, 
Gibney, Few, & Scott, 2011; Zagenczyk, Gibney, Kiewitz, & Restubog, 2008). 
Industry effects have been shown to affect the interpretation of theoretical models 
(Sharp, Bergh, & Li, 2013). This study focuses on the general development of 
newcomer PCs, and as such chose a multi-source, multi-industry design to best foster 
generalisation of any study findings. There has been no previous multi-industry-
source longitudinal study on PCs found in the literature, with the possible exception 
of Dulac et al.’s (2008) study which involved three large Belgium organisations of 
unspecified industry.  
A range of measures and instruments has appeared in the PC literature, many 
purpose-designed for specific studies. During early investigation of a construct, 
purpose-designed instruments afford researchers a degree of flexibility when 
exploring various elements of the construct. However, as literature builds and 
understanding of a construct deepens, a level of consistency and rigour in 
measurement tools becomes necessary in order to advance general conceptual 
understanding. Additionally, a level of measurement consistency and confidence in 
the accuracy and precision of instruments employed becomes essential if the 
literature is to readily analyse, interpret and compare research findings (Shaughnessy 
& Zechmeister, 1997). 
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In 1998, Rousseau and Tijoriwala presented a seminal paper on PC 
measurement in which they argued common measurement was both lacking in PC 
literature and required for conceptual clarity around PC content, structure, and 
development. Many of the issues outlined in that paper remain relevant today, such 
as; whether to focus research upon idiosyncratic issues particular to a context or on 
more generalisable experiences across contexts; whether to conduct research in 
stable or transitioning environments; and whether to explore the PC from a content, 
feature, or evaluation-orientated perspective. These methodological issues were 
previously detailed in Section 1.3.3.3, along with the observation that despite the 
presence of established, validated PC measures in the literature many researchers 
continue to develop new measures to suit their research purposes. This is perhaps due 
to a lack of agreement conceptually around the boundaries and content of the PC. As 
previously noted in Section 1.3.3.3, this study has chosen to use an established 
content-based measure of the PC: the PCI (Rousseau, 2000). 
The PC forms and operates via social exchange in the workplace and as such 
is highly sensitive to social context (e.g. Chaudhry et al., 2011; Jamil, Raja, & Darr, 
2013; Zagenczyk et al., 2008). It is therefore surprising that as a whole, the body of 
literature on PCs—especially that part focused on development—has not yet 
consistently or thoroughly integrated various social exchange literatures and PC 
literatures. Organisational socialisation, social network, and social account literatures 
are prime examples of the opportunity for PC to borrow from these literatures, both 
theoretically and methodologically. A few studies have successfully drawn upon 
these socialisation literatures to investigate PC development. For example, Ho and 
Levesque (2005) drew upon network-matrix techniques from social network 
literature to measure the effect of social referents on PCs, while Thomas and 
Anderson (1998) drew upon organisational socialisation insights to design the 
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Thomas and Anderson Socialisation Questionnaire, which they then applied to the 
study of newcomer PCs. A primary objective of this study is to understand the role of 
socialisation in newcomer PC development, and as such this study will employ 
methodological choices and measures borrowed from socialisation literatures.  
In summary of the above, to answer this study’s research questions of what 
are the relative and temporal influences of socialisation onto newcomer PC structure 
and development, the following methodological design choices were made: 
x A three-wave longitudinal panel design, with measurement intervals of 0, 6, 
and 12 months. These intervals were informed by previous research in both 
PC and organisational socialisation literatures. 
x A multi-source, multi-industry study design, to focus on generalisable 
experiences of newcomer PC development by reducing the bias of any one 
social context. 
x Use of a newcomer employee population transitioning into stable 
organisational environments, as opposed to organisations experiencing large 
change, to focus on general factors of newcomer PC development. 
x Use, wherever possible, of established quantitative measures of the constructs 
under observation. These measures were selected from both PC and 
socialisation literatures. 
x Measurement of the PC from a content-based perspective, as the 
recommended approach for investigating PC development (Rousseau & 
Tijoriwala, 1998).  
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2.2 Method 
2.2.1 Participants 
Forty-four organisations were invited to participate in the research. All 
organisations were headquartered or had independent business unit operations in 
Australia. Participation was voluntary without financial remuneration. Nineteen 
organisations accepted the invitation and signed a participation consent form. Sixteen 
of those proceeded with distribution of the surveys, and 15 organisations recorded 
completed responses. This returned an overall organisational participation rate of 
36%. The participating organisations and the corresponding number of participants 
from each organisation, where this was known, are presented in Table 2.1.  
Organisations were recruited to participate in the research, via direct 
approach to managers and HR leaders from organisations known for hiring many 
new recruits. Organisations then invited newcomer employees to participate in the 
research during the newcomer’s first month of employment (Sample 1). Participants 
were invited to participate in two further surveys, one after six months’ employment 
(Sample 2) and one after 12 months’ employment (Sample 3). Data were collected 
between 2008 and 2010.  
A total of 475 employees completed useable surveys during Study 1. These 
respondents included employees from 15 organisations representing seven different 
industries. Demographic characteristics of this Sample are presented in Table 2.2. 
Not all organisations provided or recorded the number of employees they invited to 
participate, despite repeated requests to do so. Thus, initial overall response rates 
were unavailable. However, as can be seen in Table 2.1, of those organisations that 
did record invited participant numbers, six of eight achieved in excess of 35.7% 
(SD = 18.9%), which is the average response rate for data collected from 
organisations as reported by Baruch and Holtom (2008). 
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Table 2.2 
Demographic Characteristics of Participants from Study 1 
Demographic characteristic n = 448 Percentage* of 
sample (Study 1) Variable Group 
Gender Male 43 
Female 57 
Age 18–24 27 
25–29 20 
30–34 17 
35–39 13 
40–44 9 
45–49 7 
50–54 3 
55+ 3 
Country/region of birth Australia 67 
United Kingdom (UK) 7 
New Zealand 4 
US/Canada 2 
Europe (excluding the UK) 4 
Asia 8 
Middle East 1 
Africa 3 
South America 1 
West Indies 3 
Education Less than high-school graduate 7 
High-school graduate 24 
TAFE graduate 14 
Undergraduate university degree 30 
Postgraduate certificate or diploma 14 
Postgraduate master’s degree 11 
Postgraduate doctorate 1 
Industry Retail 18 
Transport/storage 0.6 
Communication services 58 
Finance and insurance 6 
Property and business services 3 
Government administration and defence 6 
Education 1 
Health and community services 1 
Cultural and recreation services 0.4 
Personal and other services 2 
Career stage (for current 
industry) 
Less than 1 year 46 
1–2 years 10 
2–3 years 7 
3–5 years 9 
5–10 years 14 
10–20 years 9 
20+ years 5 
Work contract Permanent 55 
Temporary or fixed term 5 
Casual 10 
Work hours 
 
Full time 75 
Part time 25 
Location of work Metropolitan 90 
Regional 10 
Size of work team 3–5 employees 22 
6–10 employees 32 
10–20 employees 31 
20–50 employees 9 
More than 50 employees 6 
Level of employment Employee 87 
Supervisor or team leader 5 
Management 8 
* Percentages are rounded and subsequently may not always equal 100%. 
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Attrition rates of 54% between Sample 1 and Sample 2, and of 44% between 
Sample 2 and 3, saw participant numbers reduce to 219 for Sample 2 and 122 for 
Sample 3. Of these participants, 26 in Sample 2 and 53 in Sample 3 fell outside of 
the required tenure criteria of 4-10 and 11-16 months respectively and were removed 
(refer Section 2.3.1 for tenure criteria decisions). Final attrition rates were thus 59% 
between Samples 1 and 2, 87% loss of participants overall. It is not unusual in field 
studies for the response rate to drop by half or more between the first and final 
measurement times (Chan, 1998). Interpretation of the impact an attrition rate 
implies for the data requires the researcher to determine why the attrition occurred 
(Ployhart & Vandenberg, 2010). In this study, not all employees invited to 
participate in Study 1 were offered the invitation to participate in Sample 2 due to 
four organisational withdrawals from the study and an administrative error by one 
organisation. Administrative errors also led to participant invitations being sent 
outside of the required tenure parameters for Sample inclusion. Additionally, attrition 
rates for single organisations could not be accurately calculated because more than 
half of the sample did not record their employing organisation. Further, a proportion 
of participants in Samples 2 and 3 did not provide coding data required to link data 
across the three samples. Thus, accurate response and attrition rates for Samples 2 
and 3 could not be assured and, in some cases, could not even be indicated.  
Beyond identifying known reasons for attrition, it is common practice to 
compare the demographic characteristics in order to identify any characteristic 
differences between participants who remained in the study and participants who quit 
(Ployhart & Vandenberg, 2010). This was not possible to do across all three samples 
in this study, as demographic information was only requested in Sample 1 and due to 
data-coding issues noted above was not available for all participants in Samples 2 
and 3. However, demographic data was compared between the 378 respondents in 
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Sample 1 who either did not appear or did not code record a linking code in Sample 
2, and the 96 respondents who could be accurately linked between Sample 1 and 2. 
All demographics were comparable across groups with the exception of age, with 
younger people slightly more likely to have dropped out or not recorded a linking 
code between Sample 1 and 2 (Sample 1 Mean = 2.88, SD = 1.9; Sample 2 
Mean 3.52; SD = 1.8). 
 
2.2.2 Measures   
Table 2.3 summarises the constructs, aspects of the construct selected for 
operationalisation, and instrument chosen for measurement in this study. For each 
instrument employed, permission for its use was sought and received directly from 
the original authors. All Samples employed the same survey, with two minor 
variations. First, Sample 1 was the only sample to include demographic questions, on 
the assumption that data would be linked across all three samples and it was thus 
redundant to repeat the same questions in later surveys. Second, the Social accounts 
scale was not employed in Sample 1 as employees in their first month of 
employment were not anticipated to have sufficient exposure to social accounts in 
that timeframe. The final survey instrument is presented in Appendix A. Scale 
compositions for the two main instruments, the PCI (Rousseau, 2000) and the 
Thomas & Anderson Socialisation Questionnaire (TASQ; Thomas & Anderson, 
1998), are presented in Appendix B. 
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Table 2.3 
Summary of the Operationalisation and Measurement of the Constructs Investigated 
Construct Aspect for operationalisation Instrument 
PC obligations 1. Obligation content and type 1. PCI (Rousseau, 2000) 
 
PC Fulfilment 
 
2. PC fulfilment 
 
2. PCI 
 
Organisational 
socialisation 
3. Social knowledge 
4. Information-seeking behaviours 
 
3. TASQ (Thomas & Anderson, 1998) 
4. Information seeking (De Vos et al., 
2005) 
 
Social accounts 5. Adequacy of social accounts 5. Lester et al. (2007) 
Note: PCI = PC Inventory; TASQ = Thomas and Anderson Socialisation Questionnaire. 
 
 
PC obligations were measured using the PCI (Rousseau, 2000), for reasons 
previously outlined in Section 1.3.3.3. The PCI presents a seven-on-three factor 
model of the PC. Three scales of Relational, Balanced, and Transactional are 
comprised of seven subscales, each capturing a different dimension of content 
obligation for each of employer and employee obligations. Participants were asked to 
what extent they (for employee obligations) or their employer (for employer 
obligations) had made the following commitment or obligation. Participants 
responded to all items on a five-point Likert scale ranging from one (not at all) to 
five (to a great extent). Table 2.4 presents the published alpha reliabilities for each 
scale, for each of a set of employer and employee obligations, as reported by the 
instrument’s author Rousseau (2000) and a validation study by Ang and Goh (1999). 
All reported item reliabilities using Cronbach’s alpha are acceptable above .70 
(Bonett, 2002) with the exception of Stable (employee) returning an alpha of .69 in 
Ang and Goh’s (1999) study and Narrow (employer) returning alphas of .65 and .64 
in Rousseau’s (2000) and Ang and Goh’s (1999) studies respectively. For the current 
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study, it was decided to initially retain these items but reserve them for closer 
inspection during investigations into measurement fit to this study’s data (Chapter 3).  
The Relational scale comprised Stable and Loyal items. Stable items 
measured the long-term commitment of each party to the employment relationship, 
for example “steady employment”. Loyalty items measured the preparedness of each 
party to support the other party, for example “making personal sacrifices for this 
organisation”. The Balanced scale comprised Internal-career, External-career, and 
Performance. Internal-career items measured the commitment of each party to 
progress the career of the employee within the organisation, for example “providing 
opportunities for advancement”. External-career items measured the expectation of 
each party to assist the progression of the employee’s career beyond the organisation, 
for example “providing contacts that create employment opportunities elsewhere”. 
Performance items measured the preparedness of each party to engage flexibly and 
responsively regarding performance, for example “accepting increasingly 
challenging performance standards”. Finally, the Transactional scale comprised 
Narrow and Short items. Narrow items measured the breadth of tasks in which the 
employee expected to engage, for example “training me only for my current job”. 
Short items measured the depth of sustained relationship commitment, for example 
“being able to quit whenever I want”. 
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Table 2.4 
Alpha Reliability Scores for Scales of the PCI, as Originally Reported in the PCI 
Technical Report (Rousseau, 2000) 
Scale Sub-scale Alpha—
Rousseau 
(2000) 
Alpha—Ang 
and Goh 
(1999)  
Relational Stable (employee) .72 .69 
Relational Stable (employer) .72 .83 
Relational Loyal (employee) .72 .82 
Relational Loyal (employer) .80 .90 
Balanced Internal-career (employee) .78 .79 
Balanced Internal-career (employer) .81 .84 
Balanced External-career (employee) .80 .82 
Balanced External-career (employer) .75 .83 
Balanced Performance (employee) .72 .83 
Balanced Performance (employer) .77 .90 
Transactional Narrow (employee) .82 .76 
Transactional Narrow (employer) .65 .64 
Transactional Short (employee) .71 .74 
Transactional Short (employer) Low* .68 
*Rousseau (2000) reports “low reliabilities” for the Short (employer) scale and items, with no specific 
number or definition provided. 
 
 
PC fulfilment was measured using Rousseau’s (2000) four-item scale from 
the PCI. Two items measured employer fulfilment (ER-Fulfilment) and two items 
measured employee fulfilment (EE-Fulfilment). Once again, participants responded 
on a five-point Likert scale. Example items include “Overall, how well do you 
perceive that your employer fulfils its commitment to you?” and “In general, how 
well do you live up to your promises to your employer?”  
Socialisation knowledge was measured using the Thomas and Anderson 
(1998) Socialisation Questionnaire (TASQ). The TASQ was designed specifically 
for investigation of PC changes in response to organisational socialisation. It consists 
of 21 items measuring four components of organisational socialisation knowledge 
drawn from newcomer organisational socialisation literature, which considers 
learning as central to organisational socialisation and knowledge as representative of 
successful newcomer assimilation (Cooper-Thomas & Anderson, 2006). The 
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components and their originally reported Cronbach’s alphas (Bonett, 2002; measured 
on two occasions) were:  
x Organisation, five items measuring the employee’s knowledge about the 
broad cultural and structural elements of their organisation. Cronbach’s 
alpha—0.76 and 0.78. An example item is “I know what this organisation 
values”. 
x Role, five items measuring the employees’ knowledge of their personal role 
responsibilities and performance expectations in the organisation. Cronbach’s 
alpha—0.82 and 0.88. An example item is “I know the limits of my 
authority”. 
x Social, eight items measuring the employees’ level of familiarity and 
integration with their work colleagues. Cronbach’s alpha—0.87 and 0.93. An 
example item is “I know how to get along with others in my team”. 
x Support, three item measuring the employees’ establishment of social 
resources to assist their entry to the organisation. Cronbach’s alpha—0.81 and 
0.89. An example item is “I have someone I feel comfortable going to if I 
need help reparing for an assignment or project”. 
Information-seeking behaviours were measured using an adaptation of 
De Vos et al.’s (2005) measure of information seeking specific to the PC. Following 
their review of existing PC research measures, De Vos et al. identified five common 
content areas of inducement into which—despite the subjective nature of PCs—
specific contract obligations could generally be sorted: career development, job 
content, financial rewards, social atmosphere and respect for private life. Following a 
review of the PC literature, which emphasised the influence of workplace context on 
PCs, De Vos et al. added a sixth area: work environment conditions. A brief 
description of each inducement area was provided to participants, followed which 
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participants were asked to indicate on a five-point Likert scale—ranging from zero 
(never) to four (almost daily)— the frequency with which they engaged in nine 
information-seeking behaviours regarding the inducement area over the previous 
four-week period. De Vos et al. selected the nine information-seeking behaviours 
based on prior work in the field of organisation socialisation by Ashford (1986), 
Morrison (1993) and Ostroff and Koslowski (1992). These behaviours were: (i) 
talking with a supervisor, (ii) talking with a mentor, (iii) talking with more senior 
colleagues, (iv) talking with other new employees, (v) talking with senior managers, 
(vi) talking with people from human resources (HR), (vii) observing what others 
receive, (viii) paying attention to what colleagues expect, and (ix) consulting written 
materials. 
Social accounts were measured using Lester et al.’s (2007) four-item scale. 
This was a measure of social account adequacy, and the only measure of social 
accounts found in the PC literature. The measure was drawn from initial work on 
social accounts conducted by Shapiro (1991) and Niehoff and Moorman (1993), 
which focused on the perceived adequacy of social account informed by perceptions 
of justice in the account explanation. The four-item measure captured both the 
presence and clarity of social accounts, such as, ‘In general, I am offered adequate 
justification for any decisions made about my job’. Participants responded on a five-
point Likert scale ranging from one (not at all) to five (to a great extent). Scale 
Cronbach’s alphas, as reported by Lester et al. (2007), were 0.83 and 0.89, tested on 
two separate occasions. 
2.2.3 Procedure 
National ethics approval (Reference EC 6-2008) was attained (Ethics 
Summary Statement, p. iv). Organisations were then recruited to participate in the 
research via two avenues. First, organisational representatives known to the 
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researcher were approached with a request for their organisation’s participation in 
the study. Second, large organisations across a variety of industries were cold-called 
to explore their interest and, where possible, gain commitment to participate in the 
research. When targeting organisations for participation, consideration was given to 
their size, their current requirements for new employee recruitment (with preference 
given to those engaged in mass recruitment) and the industry they represented.  
No financial remuneration was offered to organisations. In exchange for 
participation, organisations received full reports and presentations on both their own 
organisational results (where a minimum of 15 employees participated) and the 
overall research results for all data collected. As further incentive and to ensure 
dissemination of the results in a practically valuable manner, the researcher also 
provided whitepapers summarising the key findings and potential practical 
applications to these organisations. All organisations that chose to participate did so 
voluntarily, with informed consent and with the understanding that they could 
withdraw from the research at any time. Organisations were provided with a plain 
language statement, and a senior representative of the organisation was required to 
sign an organisational consent form prior to the organisation’s formal engagement in 
the research. 
Once the organisation had agreed and signed its consent to participate in the 
research, the organisation selected a cohort of new employees, and emailed those 
employees an invitation to participate. Due to ethical and legal considerations in 
organisations sharing confidential employee information, it was inappropriate for the 
researcher to receive the contact details of the organisations’ employees in order to 
directly administer the invitations. Rather, the invitation to participate needed to 
come from the organisation itself. To assist this administration, the researcher 
provided the organisations with template email invitations, template participant 
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tracking spreadsheets and template reminder emails. The researcher also liaised 
closely with the organisational administrators to coordinate the dates and timing of 
all aspects of logistical administration. 
The invitation email to employees outlined the study objectives, noted that 
the study was being conducted by Deakin University and not the organisation, 
emphasised the voluntary and confidential nature of participation, and provided a 
hyperlink for employees interested in participating. The hyperlink took participants 
to a Deakin University–hosted website, where they viewed a plain language 
statement, voluntarily consented to participate in the research, and then completed 
the online survey. The researcher monitored the response rates following the initial 
email sent to employees, and, where response rates were low, liaised with the 
organisation administrator to send a follow-up reminder email invitation two weeks 
after the first email was sent. Six and twelve months after the first sample was 
administrated, the same procedure was followed to administrate Samples 2 and 3 
respectively. 
In order to link each participant’s survey responses across the three samples, 
a coding question was included at the start of each survey. Following a statement of 
why the coding questions was being asked and a guarantee that the coding did not 
enable identification of the participant, participants were asked to record their birth 
date and the first three letters of their mother’s name. The responses to these two 
coding questions were used for the sole purpose of matching an individual 
participant’s responses across the three studies. 
Data were collected between April 2008 and April 2010. Administration 
timing of the three surveys was conducted on an organisation-by-organisation basis. 
That is, it was possible to be administrating Study 3 to one organisational group, 
while commencing Study 1 with another organisation group. Similarly, some large 
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organisations that were recruiting over a period of months may have had up to three 
different selected employee cohorts running on different timing schedules. 
Commencement timing of the study was at each organisation’s discretion, so that the 
study could best align with other organisational activities. This was to promote ease 
of participation for organisations and optimise participation rates of employees.  
While not all organisations remained in the study for its full duration, the 
organisations that ceased participation agreed that their employee data already 
collected might remain in the study. Reasons cited for cessation included competing 
organisational priorities for the internal resources required to assist study 
administration, and two organisations withdrew their participation following Sample 
1 when they realised that, due to low employee response rates, they would not 
receive organisation-specific findings for the subsequent samples. 
All survey data were automatically captured and compiled electronically on a 
secure server of Deakin University. Following closure of the survey, data were 
extracted from the server into a Microsoft Excel data-file for analysis. At no time 
were organisations provided with raw data or any information that would breach the 
confidentiality or anonymity of individual participants. All data and resulting data 
files were kept securely onsite at Deakin University, according to the APS Code of 
Ethics (Australian Psychological Society, 2007). 
 
2.3 Results 
2.3.1 Data screening, cleaning, and dataset preparation 
For each study, missing values analyses were conducted with the Statistical 
Package for the Social Sciences (SPSS) v22 (IBM Corp, 2013). Fewer than 5% of 
cases had missing data, and this data was missing completely at random (Little’s 
MCAR test returned non-significance for each of the three study data files).  On that 
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basis, missing values were replaced using expectation maximisation (Tabachnick & 
Fidell, 2001), and no cases with missing values were deleted. Scales were computed 
for all variables in each study. The results of evaluating assumptions led in all studies 
to transforming the variables to reduce the influence of outliers and skew, and to 
improve normality, linearity and homoscedasticity (Tabachnick & Fidell, 2001). 
Scores that were +/-3.29 standard deviations from the mean were classified as 
outliers. As these cases were all within the possible range of scores, the decision was 
made to employ winsorising to reduce their potentially spurious influence (Wilcox, 
1997) by assigning the outliers the exact value of +/-3.29 standard deviations from 
the mean. Thus, no univariate outliers were deleted. Using a p <0.001 criterion for 
Mahalanobis distance, where multivariate outliers among the cases were found, these 
were deleted for each study as noted below. 
An issue experienced in the data collection for Samples 2 and 3 was the 
variation in timing between when the surveys were administrated and when they 
were actually completed by participating employees. This timing was further 
compounded by inaccuracies in timing administration by the organisations regarding 
when they sent the email invitations. For example, one such inaccuracy occurred 
when an organisation sent the link for the third study survey to a cohort of employees 
who were due to receive the second survey. The result was that not all data received 
in Study 2 were from employees who had been employed for six months with their 
organisation. Instead, the dataset for Study 2 included participants who had been 
employed for as few as two months, and as much as 18 months. Similarly, the dataset 
for Study 3 contained participants who had been employed for as little as one month, 
and as long as 24 months. To manage this complication, ranges were imposed as a 
criterion for case inclusion in a particular time point study. Ranges were selected to 
optimise the number of retained cases, while distinguishing Samples to reflect phases 
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of organisational socialisation (e.g. O’Neill & Adya, 2007). For Sample 2, the 
imposed range was 4-10 month tenure. For Sample 3, the imposed range was 11-16 
months.   
In summary: for Sample 1, 18 incomplete surveys were deleted from the 497 
received. Following the screening and cleaning procedures described above, two 
cases of multivariate outliers were detected and deleted, leaving 477 remaining cases 
available for use in subsequent analyses. For Sample 2, 244 surveys were returned 
with two subsequently deleted due to incompletion. Three cases with multivariate 
outliers were found and deleted, and 26 were excluded because they did not meet the 
tenure criteria for inclusion in Sample 2. This left 193 cases available for use in 
analyses for Sample 2. Finally, 127 surveys were returned for Sample 3. Five of 
these were incomplete and deleted, and 53 were excluded as they fell outside the 
required tenure criteria of the Sample. No multivariate outliers found among the 
cases and thus no further deletions were required, leaving 69 cases in Sample 3.   
The clean datasets for Samples 1, 2 and 3 were combined into a single dataset 
for use in cross-study analyses and comparisons. The datasets were combined 
following the reordering and renaming of variables and items within each dataset 
such that they were identified from the appropriate study. Using the coding question, 
it was possible to link some survey responses across studies. A large number of 
participants chose not to provide a response to the coding items on the second and 
third survey; thus, it was not possible to match all cases across Samples. The 
availability of linked surveys is summarised in Table 2.5. 
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Table 2.5 
Availability of Linked Cases across Samples 
Samples across which surveys were linked Number of cases successfully linked 
Studies 1, 2 and 3 16 
Studies 1 and 2 81 
Studies 1 and 3 13 
Studies 2 and 3 8 
 
 
 
2.3.2 Scale computation and reliability. 
All scales were computed following the processes and instructions of the 
original instrument authors. Cronbach’s alpha (Bonett, 2002) was calculated as the 
measure of reliability, except in the case of the two, two-item fulfilment scales where 
the Spearman-Brown coefficient was employed. Eisinga, te Grotenhuis and Pelzer 
(2013) recommend the Spearman-Brown statistic as the most appropriate and on 
average least biased reliability statistic for a two-item scale. Reliability values 
between 0.70 and 0.80 were considered good, values above 0.80 very good, and 
values above 0.90 excellent (Field, 2009). It was also noted that in psychological 
field research values below 0.70 can be expected although not preferred (Kline, 
1999), so where reliabilities approached .70 with no obvious course for improvement 
these were accepted. 
PCI scales were calculated by taking the mean of each scale’s items 
(Rousseau, 2000). Scale reliabilities are presented in Table 2.6. As shown in the 
Table, all scales achieved good reliability values of above .70 or above with four 
exceptions. Two of these exceptions, Narrow (employer) and Loyal (employee), had 
no available item deletions to improve reliability. Given the reliability results were 
somewhat consistent with those reported by Rousseau (2000) and Ang and Goh 
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(1999), the scales were accepted as reliable per Kline’s (1999) suggestion that field 
research may expect reliability values below .70. The other two exceptions were 
Stable (employer) and Short (employer) for Sample 3 only. Item removals were 
available for marginal improvement of reliabilities to .65 and .72 respectively. 
However, given Rousseau and Ang and Goh had previously found and accepted 
similar reliability levels for these scales, once again the decision was made to retain 
all items pending further investigation of measurement model fit to the data in 
Chapter 3. 
 
 
 
 
Table 2.6 
Alpha Reliability Scores for Scales of the PCI 
Scale Subscale Study 1 
(n = 
475) 
Study 2 
(n = 193) 
Study 3 
(n = 59)  
Relational (employee)  .80 .85 .84 
Relational (employer)  .86 .86 .83 
 Stable (employee) .81 .88 .86 
 Stable (employer) .78 .75 .61 
 Loyal (employee) .63 .70 .69 
 Loyal (employer) .84 .84 .84 
Balanced (employee)  .87 .84 .86 
Balanced (employer)  .93 .93 .91 
 Internal-career (employee) .86 .82 .83 
 Internal-career (employer) .92 .93 .92 
 External-career (employee) .83 .82 .73 
 External-career (employer) .82 .79 .79 
 Performance (employee) .80 .79 .86 
 Performance (employer) .85 .87 .88 
Transactional (employee)  .81 .78 .86 
Transactional (employer)  .79 .74 .75 
 Narrow (employee) .80 .73 .86 
 Narrow (employer) .63 .64 .64 
 Short (employee) .79 .82 .82 
 Short (employer) .80 .71 .68 
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The TASQ scales were calculated by using the mean of scale items (Thomas 
& Anderson, 1998). All reliabilities were evaluated as good to excellent (Kline, 
1999). These are presented in Table 2.7. TASQ measurement fit to this study’s data 
is presented in Chapter 4.  
ER-Fulfilment and EE-Fulfilment were calculated by using the mean of their 
two items respectively, which returned acceptable Spearman-Brown coefficients of 
.88, .89, and .90 for ER-Fulfilment and .85, .88, and .82 for EE-Fulfilment across the 
three samples respectively.  
A social account adequacy scale was calculated by taking the mean of the 
four items measuring social account adequacy (Lester et al., 2007). This scale 
achieved excellent reliability in both Study 2 (α = 0.94) and Study 3 (α = 0.95) 
(Kline, 1999).  
Information-seeking global scores for each obligation category area were 
calculated for comparison by taking the sum of all nine information-seeking 
behaviours, where there was a maximum score of 36 available. All six resulting 
information-seeking scales achieved good reliability scores in excess of α = 0.80 
across the three studies. These are reported in Table 2.8. 
 
 
Table 2.7 
Alpha Reliability Scores for Scales of the TASQ 
Scale Study 1 
(n = 475) 
Study 2 
(n = 193) 
Study 3 
(n = 59)  
Social  .90 .88 .91 
Interpersonal  .79 .87 .84 
Role  .92 .90 .86 
Organisation  .89 .86 .84 
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Table 2.8 
Alpha Reliability Scores for the Information Seeking Scales 
Information Seeking Scale Study 1 
(n = 475) 
Study 2 
(n = 193) 
Study 3 
(n = 59)  
Career development opportunities .89 .85 .86 
Job content and specific work requirements .81 .81 .84 
Social atmosphere .87 .86 .85 
Work environment conditions .91 .91 .89 
Financial rewards and benefits .92 .91 .91 
Respect for your private life .92 .88 .88 
 
 
2.3.3 Planned analyses. 
The above outlined preparation of datasets met the required assumptions of 
multivariate normality, absence of outliers, linearity, absence of multicollinearity and 
singularity, missing data and residuals for all planned analyses (Tabachnick & Fidell, 
2001). It was planned to conduct all analyses using SPSS v22 (IBM Corp, 2013) and 
AMOS v23 (Arbuckle, 2014).  
Investigation of measurement fit of the PCI and TASQ to this study’s data 
was planned using Confirmatory Factor Analysis (CFA). Analysis of model structure 
invariance across samples was planned using multi-group CFA. Following the 
measurement structure fit investigations, it was planned to investigate the structural 
associations between perceived employer and employee obligations, using relative 
importance analysis (Johnson & LeBreton, 2004).  
To explore the relative and temporal differences in socialisation influences 
onto newcomer PCs, it was originally planned to employ latent growth modelling. 
This technique was desired for its ability to analyse multivariate repeated measures 
data with a nested structure (i.e. multiple populations) (Duncan & Duncan, 2004). 
This technique thus would potentially have achieved keen insights to newcomer PCs 
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from both temporal and contextual perspectives. Unfortunately, the coding and 
administration issues noted earlier presented two barriers to the employment of latent 
growth modelling. First, the inability to link many cases across samples prohibited 
repeated-measures analyses. Second, the achieved sample sizes, both at the nested-
level structure in Sample and general for Samples 2 and especially Sample 3, were 
inappropriate for this statistical technique (Duncan & Duncan, 2004).  
In place of latent growth modelling, to investigate the relative and temporal 
differences in socialisation factor influence onto newcomer PCs, it was decided to 
use multivariate relative importance analysis (Tonidandel & LeBreton, 2011) with a 
time-ordered cross sectional design. To investigate the role of social accounts in 
newcomer PC development, moderation analysis was planned employing both a 
between-subjects and a repeated-subjects design.  
Data were collected between 2008 and 2010. October 2008 witnessed the 
global financial crisis. Metz, Kulik, Brown and Cregan (2012) investigated changes 
in PCs during the global financial crisis to find that in Australia the employment 
relationship deteriorated only for employees whose industries were impacted by the 
financial crisis. Metz et al.’s study employed data from an employer perspective 
only, while this study employs data from an employee perspective. Nevertheless, the 
potential effects of the global financial crisis on the PC process in this market context 
were noted. 
 
2.4 Discussion 
This study used a three-wave multi-source panel design to investigate 
newcomer PC development via structure and socialisation. Fifteen organisations 
representing seven industries participated in the study, achieving 475 useable surveys 
in Sample 1, 193 useable surveys in Sample 2, and 69 useable surveys in Sample 3. 
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Data were collected over two years via an online survey that employed established 
measures from the existing PC literature. Chosen measures included the PCI 
(Rousseau, 2000), the TASQ (Thomas & Anderson, 1998), a social accounts scale 
(Lester et al., 2007), and an information seeking scale (De Vos et al., 2005).  
Challenges experienced during the administration of this study included 
administration errors, discontinued participation of organisations, and a reticence of 
participants to provide coding information. Together, these challenges prevented data 
linkages across the majority of cases. Therefore, smaller than desired sample sizes 
were attainted, particularly for Sample 3. Despite these challenges, datasets for each 
sample were successfully prepared for use in planned analyses, which include CFA, 
multi-group CFA, multivariate relative importance analysis, and moderation 
modelling. 
2.4.1 Implications 
With fifteen participating organisations, the returned data had a nested 
structure. However, the majority of cases in Samples 2 and 3, and some also in 
Sample 1, could not be attributed to a particular organisation, because participants 
failed to record the organisation for which they worked. With subsequently low 
numbers of confirmed linked cases to an organisation, there were insufficient 
observations in most of the organisational groups to meet the requirements for 
multilevel analyses across studies (Hox, 2010). In recognition that the standard errors 
of the estimate parameters would be nested inside (Dyer, Hanges, & Hall, 2005), this 
study therefore could not draw conclusions as to organisational differences and 
instead data were treated as if drawn from a de facto random sample. Further, with 
low and unequal sample sizes between samples, and between organisational groups 
within samples, potential investigations into organisational differences were limited 
(Tabachnick & Fidell, 2001).  
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The high participant attrition rate of 59% between Samples 1 and 2 and 87% 
between Samples 1 and 3 held implications for the planned analyses. The sample size 
achieved for Sample 2 and especially for Sample 3 restricted the choice of statistical 
techniques available to the research. The number of successfully linked cases was 
insufficient for the originally planned repeated measures analyses using latent growth 
modelling. Consequently, the methodological design of the study was a time-ordered 
cross sectional design (Hassett & Paavilainen-Mäntymäki, 2013).  
A measurement of change over time might become confounded by the loss of 
participants who differ systematically from participants who remain in the study. 
Menard (2002) notes this is a fundamental issue with longitudinal research and 
recommends that the pattern of attrition be considered alongside the magnitude of 
attrition for full insight into potential confounding of data due participant loss. In this 
study, the main pattern of attrition was related to organisational withdrawal from the 
study. When an organisation withdrew, the lost participants differed from those 
remaining in the study by their workplace context. While this potentially confused 
the data between samples, with nine participating organisations remaining in Study 2 
and six in Study 3, it did not necessarily affect generalisability of results across 
workplace contexts.  
Although demographic information was collected only in Sample 1, the 
absence of coding data meant demographic information was largely unavailable for 
Samples 2 and 3. This limited the ability of this research to provide both between- 
and within-sample differences in participant characteristics. It also restricted the 
ability to employ demographic control variables throughout subsequent analyses, or 
to investigate any demographic differences in the behaviour of variables within the 
study beyond those in Sample 1. 
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It was not possible to identify which cases from Sample 1 had withdrawn 
from the study and which had remained in the study but chosen not to provide the 
coding information. This restricted the understanding of patterns of attrition, and 
further hindered investigations of whether the participants who withdrew differed 
from those who remained. Consequently, the error in the data may potentially bias 
the results. To manage this situation, the decision was made to treat the samples as 
between groups instead of repeated measures—a lower powered, more conservative 
design (Howell, 2013). 
Finally, administration errors and inconsistencies across organisations meant 
that Samples 2 and 3 were not contained to the originally determined tenure 
parameters of six and 12 months’ employment. To manage this problem, tenure 
ranges were imposed on the samples, which led to the exclusion of 26 and 53 cases 
for Samples 2 and 3 respectively and impacted resulting sample sizes, especially for 
Sample 3. The integrity of the time sequencing of the samples was maintained. 
2.4.2 Limitations and Future Research 
The lack of direct researcher control over the administration of this study was 
a necessary limitation of the study. Ethics approval and legal requirements protecting 
employee data prevented the researchers from collecting data directly from the 
employees. Further, over the course of the study, for most organisations the 
nominated representative changed. This change may have potentially led to 
variations in both organisational and participant engagement in the research, the 
outcome of which was higher attrition than may otherwise have been achieved 
through more consistent engagement with participants (Ployhart & Vandenberg, 
2010).  
The failure of employees to complete the coding questions indicated that the 
presentation of either the coding item itself or assurances of confidentiality were 
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potential methodological limitations of this study. With no direct feedback on why 
participant were uncomfortable providing coding information, it can only be 
postulated that this was due to concerns around confidentiality—potentially 
amplified in some participant cohorts by distrustful organisational cultures (Kulik, 
2011). While efforts were made through the written survey preamble, including 
voluntary consent forms, to assure participants of confidentiality and emphasise the 
survey was administrated by a third-party and not shared with the employing 
organisations, employees may still have felt that by providing coding information 
they were potentially identifying themselves. Future research might consider co-
branded invitations to employees, to emphasise the university administration of the 
survey, or rewording of the survey preamble to better emphasise points of 
confidentiality. 
Confidentiality might also be reassured by a different approach to data 
collection. This survey was hosted online by Deakin University, and accessed by 
participants from a hyperlink sent by organisations. New technologies mean a variety 
of social media platforms are now available that future research might employ to 
better facilitate participant confidence in the third-party administration of research. 
For example, rather than an emailed hyperlink which may be perceived to link the 
employee back to the organisation, the organisation might simply provide employees 
with information on an app for download by the employee to their personal device. 
Once the employee creates their own log-in to the app, this then opens a direct line of 
communication between the participant and researchers, without breaching ethical or 
legal boundaries in the sharing of employee data with third parties. This would 
facilitate both administration consistency, accuracy with regards to delivery of 
follow-up surveys, and enable researchers to provide participants with information 
and updates to retain their engagement in the research between surveys. 
NEWCOMER PSYCHOLOGICAL CONTRACTS 102 
 
2.4.3 Conclusion 
This study successfully collected three time-sequenced samples of multi-
source newcomer employee data, some of which could be linked between surveys to 
provide repeated measures data. Some administrative challenges were experienced, 
which held implications for final sample sizes, the ability to link cases between 
samples, and the availability of demographic information to the samples. 
Recommendations were made for avoiding such challenges in future research. 
Datasets were prepared for use with a series of planned analyses to investigate this 
study’s key research questions surrounding the structure and the relative and 
temporal differences in socialisation influences onto newcomer PCs.  
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Chapter 3: The Psychological Contract Inventory 
3.1 Introduction 
The Psychological Contract Inventory (PCI; Rousseau, 2000) is arguably the 
most established and comprehensive PC measurement tool in the literature (Conway 
& Briner, 2009).  Psychometric validation of the instrument is available, although no 
published information on its specific application to Australian samples was found. It 
was appropriate and important to test the psychometric properties and factor 
structure of the instrument for use in the current research. 
Research Question 1: What is the best fitting factor structure of the PCI 
to utilise in this study? 
The goal of this chapter was to investigate the psychometric properties of the 
PCI as they related to the data samples. In addition to verifying their appropriateness 
for use with each sample, it was important to test the structure stability of the 
instrument over time. As Khoo, West, Wu, and Kwok (2005) noted it should not be 
assumed that measures developed originally from cross-sectional research operate 
appropriately in longitudinal designs, as the dimensions of a measure may not remain 
constant over time. Further, given the three-wave panel design of the current research 
sampling newcomer employees across their first year of employment, a period of 
significant learning a degree of measurement change might reasonably be expected 
(Kramer, 2010). Thus, it was important to establish if, where, and how measurement 
variance occurred across samples.  
3.1.1 The PCI (Rousseau, 2000) 
The PCI is an inventory of general obligations exchanged between an 
employee and employer as part of the PC. One of the oldest measures of PC 
obligations offered through the literature, it has been recommended for use in PC 
research (Freese & Schalk, 2008) and is in common usage (Conway & Briner, 2009). 
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Section 1.3.3.3 outlined the rationale for this study’s selection of the PCI, and 
Section 2.2.2 described the factors and composition of the PCI, along with its 
originally published psychometric properties. Information on the PCI scale 
reliabilities found for this study is available in Section 2.3.2 and Appendix B.  
The theoretical structural model of the PCI (Rousseau, 2000) is presented in 
Figure 3.1. Circles and ellipses represent latent variables, while measured variables 
are represented by rectangles. The absence of any line connecting variables indicates 
the absence of a hypothesised direct effect. The PCI presents the same factor 
structure for each of the employer’s obligations to the employee (PCI-ER), and the 
employee’s obligations to their employer (PCI-EE). The PCI was thus proposed—for 
each of PCI-ER and PCI-EE—as a seven-on-three factor model with higher-order 
factors of relational PC, balanced PC, and transactional PC, and lower-order factors 
of:  stable, loyal, internal career, external career, performance, narrow, and short. All 
latent factors for each set of employee and employer obligations were hypothesised 
to co-vary with each other.  
Rousseau (2000) provides a technical report of the PCI, which reports the 
validity and reliability of the PCI tested with two independent samples of American 
(Rousseau) and Singaporean participants (Ang & Goh, 1999). In 2004, two further 
validation studies of the PCI were reported. Hui et al. validated the higher-order 
three-factor structure with a Chinese sample. Dabos and Rousseau found a six-factor 
measurement model to be the best fit for their data from a Latin American sample. 
This six-factor model presented the three higher-order factors of relational, balanced, 
and transactional for each of employer and employee obligations. This provides 
support both for the three higher-order factors proposed in the theoretical model of 
the PCI and for separation between employer and employee obligations based on 
directionality of obligation exchange. 
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For additional insight to the psychometric behaviour of the PCI, in particular 
with regards measurement model invariance across time and tenure (these being of 
direct interest to the current research), this research reviewed longitudinal studies 
that employed the PCI. Six such studies were found. The first was that of Payne et al. 
(2008), whose two-wave study of newcomer employees across the first three months 
of employment used the three PCI scales (relational, balanced, transactional) for both 
employer and employee obligations. The authors did not report any measurement 
model validation or commentary. A second study identified was that of Chambel and 
Oliveira-Cruz (2010) who adapted the relational and balanced scales of the PCI for 
use in a three-wave study involving Portuguese soldiers, 91% of whom exceeded 
one-year tenure with the army. CFA exploring the dimensionality of the adapted 
model returned acceptable fit for a revised two-factor model reflecting the relational 
and balanced scales. No commentary was provided on measurement model 
invariance across waves, the absence of which suggests the researchers experienced 
no issues (American Psychological Association, 2016). 
Two further studies found to employ the PCI in longitudinal research were 
those of Chaudhry et al. (2011) and Vantilborgh et al. (2014). Chaudhry et al. (2011) 
employed the PCI in a two-wave repeated measures study with established 
employees (average tenure 5.4 years). While the authors controlled for the effects of 
tenure and found results indicating change in the construct as measured by three 
factors of relational, balanced, and transactional obligations, they did not specifically 
report model fit to their data nor were they seeking measurement validation of the 
PCI. Vantilborgh et al. (2014) used the relational scale of the PCI across two waves 
of data collection with a sample of volunteers, the majority of who had an active 
tenure of greater than four year. While the authors conducted and reported a 
measurement model CFA, this model combined a single scale from the PCI with 
NEWCOMER PSYCHOLOGICAL CONTRACTS 107 
 
other measures and as such cannot provide insight to the behaviour of the PCI as a 
complete instrument.   
Another longitudinal study found to employ the PCI was that of Chaudhry 
and Song (2014), who used a selection of items from the PCI across two time points, 
where average tenure within their sample exceeded six years. The authors performed 
exploratory factor analysis on items from the PCI together with a second instrument 
to successfully demonstrate discriminant validity of the measurement factors both 
between and within the two instruments. This lends some support to the discriminant 
validity of the PCI, but offers no insights to measurement invariance.  
The final longitudinal study found to employ the PCI was that of Payne et al. 
(2015). The focus of their research was the same as that of the current research, being 
change in newcomer employee obligations across the first year of employment. This 
study used all scales of the PCI for both employer and employee obligations across 
three-waves of data collection. While the researchers did not note any concerns with 
measurement model variance across waves, they did not provide information on 
measurement model invariance either. Thus, no conclusions may be drawn regarding 
measurement invariance of the PCI across the first year of employment, although it 
might be inferred that the measure was deemed appropriate given the subsequent 
publication of research findings (“Publication practices & responsible authorship”, 
2015). 
In addition to the longitudinal studies noted above, a two-sample study by 
Bingham, Oldroyd, Thompson, Bednar, and Bunderson (2014) provides insight to 
the PCI’s behaviour across samples. The researchers employed an adapted version of 
the PCI, which included the relational and transactional factors along with an 
ideological factor created by the researchers. Tenure was used as a control variable. 
A measurement model CFA was conducted on the first sample, finding support for a 
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three-factor model. However, the second sample employed only part of the original 
measurement model and did not report a CFA. Thus, while the study offers support 
for the measurement factors of relational and transactional obligations, it does not 
provide support either way for measurement invariance across samples.  
In general, consistent support has been claimed for the psychometric 
properties of the PCI, including its discriminant validity, its internal consistency, and 
its convergent validity (Chaudhry et al., 2011). While no specific investigation of 
measurement model invariance across samples was found, the extant literature has 
regularly provided support for both the original theoretically-driven model of the PCI 
and independently for its three higher-order measurement factors of relational, 
balanced, and transactional obligations. Further, this support comes from research 
conducted across a diverse range of samples and tenures, indicating the instrument is 
likely to behave in a stable manner across both populations and time. Therefore, it 
was expected that this study would find a measurement structure similar to that 
originally proposed for the PCI and that this measurement model would be invariant 
across samples.  
Hypothesis 1: The data will fit the theoretical model of the PCI-EE 
and find a seven-on-three factor structure for employee obligations. 
Hypothesis 2: The data will fit the theoretical model of the PCI-ER 
and find a seven-on-three factor structure for employer obligations. 
Hypothesis 3: The measurement model of the PCI-EE will 
demonstrate measurement invariance across samples. 
Hypothesis 4: The measurement model of the PCI-ER will 
demonstrate measurement invariance across samples. 
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3.1.2 Analysis Strategy 
To answer this research question of what is the best fitting measurement 
factor structure for utilisation in this study, it was planned to investigate PCI 
measurement model fits to the data used in each of the three samples of this study. It 
was also planned to investigate if the accepted PCI measurement model structure 
varied across the three samples, and if so how. An acceptable level of model fit to the 
data is important in order to have confidence in the subsequent application and 
interpretation of analyses that employ the measurement models (Brown, 2006). This 
is because in the case of the data not fitting the measurement model, the proposed 
properties of the model—for example, its item and scale measures, standard errors, 
covariances, etc.—cannot be assumed to hold true for the specific population under 
investigation (Smith, 2000).  
Similarly, measurement invariance is critically important to establish when 
comparing groups (Vandenberg & Lance, 2000). Measurement invariance, also 
known as measurement equivalence, is a general term used to indicate that survey 
instrument items mean the same things to members of different groups (Cheung & 
Rensvold, 2002). Measurement invariance is especially pertinent to research that 
seeks to assess change over time when comparing group scores, because for such 
comparisons it is critical to confirm that the measure is interpreted the same way at 
each point in time (Meade, Lautenschlager, & Hecht, 2005). Indeed, “demonstration 
of measurement equivalence is a logical prerequisite to the evaluation of substantive 
hypotheses regarding group differences” (Vandenberg & Lance, 2000, p.9). In the 
absence of establishing measurement invariance, any findings of between-group 
differences cannot be interpreted with full confidence because it is impossible to 
ascertain if differences exist due to true attitudinal variation or due to differences in 
psychometric responses to survey items (Cheung & Rensvold, 2002). 
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3.1.2.1 Testing model fit using CFA 
CFA was the approach selected to investigate the measurement structures of 
the PCI. CFA is the standard statistical technique used to assess single-group 
measurement model suitability (Cheung & Rensvold, 2002; Thompson, 2004). 
Factor analysis refers to a group of statistical techniques for exploring or confirming 
the underlying structure of a group of variables. This is achieved by reducing 
variables into largely independent subset groups called ‘factors’, in order to identify 
the most parsimonious statement of underlying processes informing the correlations 
between all variables (Tabachnick & Fidell, 2001)—in other words, grouping 
variables to find their optimal structural fit. Exploratory factor analysis techniques 
aim to group variables so as to generate hypotheses about underlying processes, 
while CFA techniques aim to validate or further explore hypothesised structures 
generated when theories have been carefully formed regarding the underlying 
correlation processes between variables (Thompson, 2004).  As the PCI had a pre-
established and validated factor structure, CFA was the appropriate factor analytic 
approach to adopt for testing the measurement instrument fit.  
CFA is performed using structural equation modelling (SEM) to specify a 
measurement model describing how the measured variables reflect certain 
theoretically derived latent variables (Thompson, 2004). Once the measurement 
model is satisfactorily identified, the path models linking the latent variables are 
explored to derive a structural model reflective of the data under investigation, which 
is then assessed for its model fit (Brown, 2006). Model fit describes the extent to 
which the data reflects the underlying theory of the measurement model. Evaluation 
and achievement of model fit should consider three model aspects: overall goodness-
of-fit, specific points of ill-fit, and the interpretability and significance of parameter 
estimates (Brown, 2006).  
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Confusingly, there is both an abundance of goodness-of-fit indices available 
and widespread disagreement on firstly which indices to use and secondly their cut-
off criteria (Hooper, Coughlan, & Mullen, 2008). It is agreed that researchers should 
avoid selecting fit indices and their cut-offs based only on those that indicate good 
model fit (Hooper et al., 2008). Instead, selection of goodness-of-fit indices and cut-
off criteria should be set a-priori (Brown, 2006). The reporting of multiple fit indices 
is also recommended (Hu & Bentler, 1999). The set of a-priori selected goodness-of-
fit indices and cut-offs chosen for this research are outlined in Section 3.2.3.2. 
The second aspect to consider when evaluating model fit is any specific 
points of ill-fit (Brown, 2006). Specific points of ill fit within a model are evaluated 
through standardised residuals and modification indices, which direct the researcher 
toward constrained parameters that are not serving the model well. They do this by 
providing information on the expected model improvement that would be achieved 
were the parameter to be freed (Yoon & Kim, 2014). In applied research, a CFA 
model will often need to be modified or revised before it can achieve indications of 
acceptable model fit (Brown, 2006). Modification, or respecification, of a model is 
typically guided by modification indices in one of two ways: non-sequentially and 
sequentially (Yoon & Kim, 2014). In a comparison of non-sequential and sequential 
specification procedures, Yoon and Kim demonstrated sequential searches for model 
improvement were superior to consequential searches under all simulated conditions, 
as the non-sequential approach frequently returned extremely high false positive 
rates to misidentify some invariant items as non-invariant, while the sequential 
approach did not. Upon Yoon and Kim’s recommendation, this research will use 
sequential specification search when attempting to improve model fit, and the chi-
square difference test to discriminate between significant and non-significant 
improvements between sequential models (Graham, 2006).  
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While the modification methods described above focus on adding new freely 
estimated parameters to the initial model, the third and final model aspect to consider 
when evaluating and seeking model fit focuses on removing statistically non-
significant or non-substantive parameters that may be unnecessary to the model 
solution (Brown, 2006). Parameter estimates with out-of-range values, parameter 
estimates in a direction other than that theoretically predicted, and standard errors of 
the parameter estimates with unduly large or negative error variance estimates can all 
return improper solutions or non-positive definitive matrices, which guide the 
research to respecify the model (Brown, 2006; Dillon, Kumar, & Mulani, 1987; 
Thompson, 2004). Such estimates are known as offending estimates, or where there 
is negative variance as Heywood cases, and must be dealt with through re-
specification or removal before a measurement model can be considered acceptable 
(Brown).  
Specific guidelines for model revisions and comparison are rarely provided in 
the literature because proper model re-specification depends upon, and should be 
guided by, the context of the unique analysis (Brown, 2006). This note is particularly 
pertinent to interpreting the size and statistical significance of parameter estimates 
and their error terms. In the absence of specific guidelines, when evaluating model fit 
this research will follow Brown’s general recommendation to review all parameter 
estimates that fail to reach statistical significance for sequential elimination, but 
(unless there are other problems with the model solution) take no remedial action 
against non-significant error variances as these will generally differ from zero in 
applied research due to extraneous influences upon the indicator’s variance (Brown, 
2006). 
The chosen sample size for a CFA depends upon the context of the particular 
model and data set under examination, and is not as straightforward as adhering to a 
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general guideline around study sample size (Brown, 2006). Many of the general 
guidelines offered in the literature around sample size do not readily generalise to all 
types of data sets, because the features informing statistical power and precision can 
vary greatly across both models and data sets (Brown; Muthén & Muthén, 2002). 
Gagné and Hancock (2006) have provided applied researchers with CFA sample size 
recommendations based on relevant design characteristics.  
Gagné and Hancock’s (2006) research extended that originally conducted by 
Marsh, Hau, Balla, and Grayson (1998), who first presented empirical evidence that 
variable-based or parameter-based sample size recommendations in CFA were 
insufficient. Gagné and Hancock introduced and tested the notion of construct 
reliability as a means of operationalising and better understanding the relationship 
between sample size and model quality. Their conclusions did not support absolute 
minimum n, critical ratios of n/p, or of sample size to number of free parameters (q) 
as rule-of-thumb guidelines for sample size. This is consistent with other prominent 
researchers in the space, such as Jackson (2001) whose investigations into the N:q 
hypothesis of sample size concluded that while ratios of observations per parameter 
had positive effects for some fit measures the effects were not consistent across all fit 
measures or simulations. It would appear wise to conclude that the relationship 
between sample size and model quality is not straightforward. As such, this research 
chose to adopt Gagné and Hancock’s sample size recommendations, which provide 
for customised consideration of the model properties under investigation. Section 
3.2.3.1 outlines the determined appropriate sample sizes for this study’s 
measurement model CFAs. 
In CFA it is considered good practice to test alternative models, to ensure the 
most appropriate structural model is obtained (Thompson, 2004). As such, this 
chapter planned to test a series of models for each measurement instrument. 
NEWCOMER PSYCHOLOGICAL CONTRACTS 114 
 
Thompson (2004) recommends a-priori identification of the alternative models to be 
tested, emphasising these will be context-specific to the research and as such should 
be developed by consulting theory and extant empirical research. For both employer 
and employee obligations, it was determined to test and compare a seven-on-three 
higher order factor model, a three-factor model, and a seven-factor model. These 
models were selected as they each reflected variations on the proposed and 
previously validated measurement models of the PCI instrument. Additionally, it was 
planned to test a measurement model reflective of the original theoretical structure 
but with any lower loading items removed from the model. Finally, all tested models 
were planned for comparison to the independence model, which specifies all 
measured variables as perfectly uncorrelated to each other resulting in zero factors, 
providing a useful baseline for evaluating and comparing fits of the other models 
(Thompson, 2004). 
3.1.2.2 Testing measurement invariance using Multi-group CFA 
An extension of CFA called Multi-group CFA was chosen to explore 
variations in fit across the three samples i.e. to test for measurement invariance. 
There has been debate among measurement literatures as to the optimal way to assess 
measurement structure change over time (Meade et al.; Vandenberg, 2002), although 
by and large researchers have relied on CFA methods to assess change for Likert-
scale data (Byrne, 2008; Meade et al., 2005). In keeping with standard practice, this 
was the method adopted for this research. These methods typically employ a series of 
nested model comparisons to test for invariance of model parameters across groups, 
by constraining various model parameters to be equal between groups and then 
obtaining model fit (Vandenberg & Lance, 2000). Invariance between groups is then 
evaluated by comparing goodness-of-fit statistics between overall groups (Cheung & 
Rensvold, 2002). The goal of the current chapter is to establish the PCI’s equivalence 
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across three samples. Byrne has outlined the progression of tests recommended for 
precisely this goal, and this research follows her recommended procedure. 
Byrne (2008) notes that measuring instruments are frequently group-specific 
in their operation and as such small differences may appear across group configural 
models, for example in cross-loadings or error covariances. Accordingly, it was 
anticipated that following establishment of configural models for each sample, per 
the CFA strategy described above, it might be necessary to employ a condition of 
partial measurement invariance to accommodate any variations in baseline models 
across groups (Byrne, Shavelson, & Muthén, 1989). With this condition imposed, 
and per common procedure (Thompson, 2004), the three models for each sample 
were combined into a single file to form the multi-group model ready for 
measurement invariance testing. 
The multi-group CFA tests can be viewed as a “series of increasingly 
restrictive hypotheses in order to identify the source of non-equivalence” (Byrne et 
al., 1989 p. 126). The configural invariance model was tested first, in order to 
establish a baseline model against which to evaluate and compare further tests of 
model invariance (Thompson, 2004; Vandenberg & Lance, 2000). Next, but only 
upon establishment of configural invariance, Byrne (2008) suggests two tests for 
measurement equivalence. The first is the test for metric equivalence, which requires 
factor loadings for like items to be invariant across groups (Horn & McArdle, 1992) 
and provides indication of weak factorial invariance (Gregorich, 2006). The second 
test should only be conducted upon establishment of at least partial metric 
invariance, and is the test for scalar invariance, which requires the intercepts of like 
items to be invariant across groups (Meredith, 1993; Steenkamp & Baumgartner, 
1998). This test offers evidence of strong factorial invariance (Gregorich, 2006). 
Assuming measurement equivalence was established, Byrne next recommends 
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testing for structural equivalence using the test of invariant factor covariances. She 
suggests that of the three available structural equivalence tests, the test of invariant 
factor covariances is the most relevant to research concerned with measurement 
instrument equivalence across groups (such as this current research). As such, this 
was the test chosen for use in the current research to provide indication of strict 
factorial invariance (Gregorich, 2006). 
In summary, based on guidelines provided by Byrne (2008), Gregorich 
(2006), Thompson (2004), and Vandenberg and Lance (2000); this research selected 
the following sequentially ordered tests for planned analysis of measurement 
invariance across groups: the test of configural invariance, the test of metric 
invariance, the test of scalar invariance, and the test of invariant factor covariances. 
In evaluating and comparing models within each test, both goodness-of-fit indices 
and change in goodness-of-fit indices were examined. The chosen indices and their 
criteria values are outlined in Section 3.2.3.  
 
 
3.2 Method 
3.2.1 Participants. 
Participants were 475 employees from Sample 1, 193 employees from 
Sample 2, and 59 employees from Sample 3. Refer to Section 2.2 for full details of 
participants and methodological process.   
3.2.2 Measures. 
Twenty-eight items of employer obligation and 28 items of employee 
obligation from the PCI (Rousseau, 2000) were measured for the purposes of 
investigating the underlying scale structures of the instrument. Section 2.2.2 and 
Appendix B provides description of instrument items and response scales. 
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3.2.3 Procedure. 
3.2.3.1 Determining appropriate sample size. 
As outlined earlier, this study chose to employ Gagné and Hancock’s (2006) 
sample size recommendation tables to determine the appropriate sample sizes 
required for the measurement model CFAs. There are two tables; one provides 
minimum sample sizes for model convergence, while the other provides minimum 
construct reliability required to obtain satisfactory convergence. These tables require 
knowledge of the number of indicators per factor in the model and of the model’s 
anticipated factor loadings. The former is obvious from the proposed model 
structures: for the PCI-EE and the PCI-EE each factor includes four indicators.  With 
regards anticipated factor loadings, these may be drawn from previous research. As 
the PCI has been previously validated and published, it was assumed that the 
associated factor loadings met (at least) acceptable average standards in the previous 
literature. Comrey and Lee (1992) recommend item loadings above 0.55 be 
considered ‘good’; Tabachnick and Fidell (2007) support this recommendation. As 
such, it will be assumed here that the PCI accepted a minimum ‘good’ level of 0.55 
for accepted factor loadings into their validated instruments, and this study may 
likewise anticipate a similar loading level for the models to be tested herein.  
By these anticipated model features, and employing Gagné and Hancock’s 
(2006) table for the recommended minimum sample size to achieve model 
convergence, it was concluded that with four indicators per factor and anticipating 
factor loadings of minimum 0.55, a sample size of 50 or more is appropriate for 
testing the measurement structure of the PCI. All three samples acquired for this 
study achieve this minimum size. Considering also Gagné and Hancock’s (2006) 
table for minimum construct reliability to obtain satisfactory convergence, and given 
this study’s known sample sizes of 475 (Sample 1), 193 (Sample 2) and 59 (Sample 
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3), it was further concluded that Sample 1 required models to obtain an average item 
loading magnitude (Z) of 0.432 or higher, Sample 2 an Z of 0.602 or higher, and 
Sample 3 an Z of 0.768 or higher. Assuming an average ‘good’ item loading of 0.55 
(Comrey & Lee, 2002) is achieved, Sample 1 is appropriately sized, Sample 2 may 
be appropriately sized, while Sample 3 is likely to be inappropriate for the PCI 
measurement model CFAs employed in this study. 
In conclusion with regards appropriate sample size for the measurement 
model CFAs in this study, Sample 1 achieved the size and construct reliability 
requirements recommended by Gagné and Hancock (2006) for satisfactory model 
convergence, and Sample 2 is likely to have met these requirements but requires 
inspection of final model item loadings to confirm. Sample 3, for reasons outlined in 
Section 2.2, achieved a comparatively small sample size of 59 which by the 
instrument model design characteristics is not anticipated to be an appropriate sample 
size with which to achieve satisfactory model convergence. However, given this was 
the sample size this applied research obtained—despite efforts to enlarge this—and is 
thus what was available to work with, measurement model CFAs were still 
undertaken with the sample in acknowledgement that sample size guidelines are 
indeed only guidelines and the sample might yet, however unlikely, achieve 
convergence. 
3.2.3.2 CFA model-fit criterion. 
When judging model fit in factor analyses, a number of criteria may be 
considered. These are known as goodness-of-fit indices, and are each accompanied 
by specified cut-off limits to indicate a good fitting model. It is both best and 
common practice to select multiple goodness-of-fit indices, and interpret these 
relative to each other (Brown, 2006; Cheung & Rensvold, 2002). Accordingly, this 
research selected fit indices that individually were highly regarded by the literature 
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(guided by Hooper et al., 2008) and together would provide a balanced interpretation 
of absolute, relative, and parsimonious model fit. Absolute fit indices are a 
calculation of how well the model fits the data in comparison to no model at all. 
Incremental fit indices are a calculation of how well the model fits the data in 
comparison to a baseline model. Parsimony of fit indices is used when comparing 
models estimated from the same data, to indicate which is the more parsimonious. 
The chosen indices were: the chi-squared goodness-of-fit statistic (χ2), the relative 
Chi-squared statistic (χ2/df) (Wheaton, Muthén, Alwin, & Summers, 1977), the 
normed fit index (NFI) (Bonett & Bentler, 1983), the comparative fit index (CFI) 
(Bentler, 1988), the root mean square error of approximation (RMSEA) (Browne & 
Cudeck, 1993), and the Akaike Information Criterion (AIC) (Akaike, 1974). 
When interpreting the chosen fit indices, the χ2 statistic was first considered. 
The χ2 measures the model fit compared with the null hypotheses (i.e. it measures 
absolute fit) and is the most commonly employed goodness-of-fit index in SEM 
(Cheung & Rensvold, 2002). Ideally, χ2 should be non-significant for fit because this 
indicates that there is insufficient error to state that the model does not fit 
(Tabachnick & Fidell, 2001). In most empirical research, however, for the χ2 statistic 
to not achieve significance has proven quite unrealistic (Byrne, 2008). Further, due to 
the statistic’s functional dependence on N, in large samples trivial differences 
between samples and estimated models can return a significant χ2, while in small 
samples the χ2 may not be accurately distributed as χ2. This sensitivity to sample size 
means that in both cases, probability levels may be inaccurate (Tabachnick & Fidell, 
2001). Therefore, while this study considered and reported χ2, a significant χ2 was 
not necessarily interpreted to mean there was a poor model, as long as the other 
criteria could be met. 
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An alternative index for assessing model fit is the Relative Chi-squared 
statistic (χ2/df) (Hooper et al., 2008), which minimises the influence of sample size 
on χ2. The χ2/df was the second fit index inspected by this research when assessing 
model fit as, like χ2, it also provides information on absolute fit. The calculation of 
χ2/df is an indication of how much error would need to be reduced on average in 
order to obtain a fitting model (Wheaton et al., 1977). There is no consensus as to an 
acceptable ratio for this statistic (Hooper et al.), with recommendations ranging from 
5.0 (Wheaton et al.) to 2.0 (Tabachnick & Fidell, 2001), although it appears common 
to accept χ2/df scores of four or lower as an indication of relative fit. However, this 
criterion alone is insufficient to claim model fit—other relative fit criterion, also 
known as comparative or incremental fit indices (Hooper et al.), must also be 
achieved. 
Relative fit indices attempt to place the model on a continuum of models 
lying between an independence model (where the model corresponds to completely 
unrelated variables) and the saturated model (where there are no degrees of freedom) 
(McDonald & Ho, 2002). Relative fit indices provide a score between zero and one, 
where high values are indicative of a good fitting model (Hooper et al., 2008). While 
some researchers accept Hu and Bentler’s (1999) suggestion that the cut-off criteria 
should be greater than or equal to 0.95, typically values greater than 0.9 are said to 
provide acceptable fit (Marsh, Hau, & Wen, 2004) and some researchers even claim 
values greater than 0.8 may be relied upon as indication of relative fit (Hooper et al., 
2008). This research will seek relative fit index values greater than 0.9 to claim 
acceptable model fit. 
There are a number of relative fit indices available. Most researchers agree 
that in judging model adequacy more than one relative fit index should be considered 
(Jackson, 2001). This study chose to use the normed fit index (NFI) (Bonett & 
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Bentler, 1983) and the comparative fit index (CFI) (Bentler, 1988). The NFI 
estimates the model using a comparison of χ2 values, and was chosen because it is 
the most conservative baseline measure provided through AMOS (Arbuckle, 2014). 
However, due to its conservatism, which derives from its sensitivity to sample size 
(Hooper et al., 2008), the NFI may often underestimate the fit of what is actually a 
good fitting model—particularly when working with small samples (Bentler, 1990). 
In contrast, the CFI is a more forgiving measure because it estimates the model using 
the non-central χ2 distribution with non-centrality parameters and thus takes into 
account sample size (Bentler, 1990). The CFI generally provides a good estimate of 
model fit, even in small samples (Wolf, Harrington, Clark, & Miller, 2013), and is 
perhaps the most frequently reported fit index in the literature (Hooper et al., 2008). 
By using the NFI and CFI together—representing the most conservative and more 
generous baseline measures—this study aimed to achieve a balanced and realistic 
interpretation of baseline measures of model fit. 
Thus, in this research, a model was considered to achieve acceptable model 
fit if the criterion measures of χ2/df < 4.0, CFI > .90 and NFI > .90 were all met. If 
only two of these were met, this was considered acceptable fit only if a fourth 
goodness-of-fit index was met—the root mean square error of approximation 
(RMSEA) (Browne & Cudeck, 1993). The RMSEA is an absolute fit index that 
indicates the proportion of error remaining per observation, and subsequently 
estimates the lack of fit in the model compared to the saturated model (Browne & 
Cudeck, 1993). Unlike most other goodness-of-fit indices, RMSEA is not affected by 
model complexity and thus is particularly valuable to model evaluation when other 
fit indices are being judged against generalised cut-off limits, which do not account 
for the complexity of the model under investigation and thus may be unduly 
restrictive (Cheung & Rensvold, 2002). Guidance varies on cut-off limits for the 
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RMSEA statistic. McDonald and Ho (2002) report that most researchers appear to 
accept RMSEA values less than .05 as “good” fit and less than .08 as “acceptable fit, 
yet Steiger (2007) suggests that any value greater than .07 indicates poor fit. This 
research adopted Hu and Bentler’s (1999) recommendation that RMSEA values 
around .06 or lower be considered indicative of acceptable model fit. 
Finally, when evaluating model fit this research also considered the AIC to 
assess and compare model parsimony (Burnham & Anderson, 2004). The smaller the 
value of AIC, the more parsimonious a model, although because individual AIC 
values are not interpretable (Burnham & Anderson, 2004) there is no mandated limit 
the AIC must meet. Rather, it is compared to the saturated model, where it is 
preferred that a returned model’s AIC is less than that of the AIC for the saturated 
model and the independent model. In all model cases, smaller values reflect better 
fitting models (Field, Miles & Field, 2012). 
In summary, to evaluate the acceptability of model fit during CFA, this 
research planned to use the following goodness-of-fit indicators and cut-off limits: χ2 
(significant values reflect poor model-fit), χ2/df (χ2/df < 4.0), NFI (NFI≥0.90), CFI 
(CFI≥0.90), RMSEA<0.06), AIC (AICdefault<AICsaturated, with lower scores preferred). 
3.2.3.3 Multi-group CFA model-fit criterion. 
Four sequentially ordered tests of invariance were conducted for analysis of 
measurement invariance across groups: the test of configural invariance, the test of 
metric invariance, the test of scalar invariance, and the test of invariant factor 
covariances. The same goodness-of-fit criteria selected for CFA were employed in 
multi-group CFA to evaluate model fit of each sequentially constrained model in the 
analysis. Additionally, criteria were desired that would discriminate between 
sequential model pairs to determine if the more constrained model fitted the data 
more or less well than the less-constrained model. These criteria are discussed here. 
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Cheung and Rensvold (2002) reviewed the properties of 20 goodness-of-fit 
indices under the conditions of multi-group, as opposed to single-group CFA, and 
recommended the use of three indices for evaluating measurement invariance, chosen 
because they were independent of sample size, independent of model complexity, 
and did not correlate with overall fit measures (Cheung & Rensvold, 2002). These 
were: 'CFI, 'Gamma hat (οɀො) (Steiger, 1989), and 'McDonald’s Noncentrality 
Index (ΔMc) (McDonald, 1989).  
The CFI was described in the previous section and will not be revisited here, 
other than to remind the reader that it is a measure of relative fit. Both the οɀො index 
and ΔMc index are measures of absolute fit based on the noncentrality parameter. οɀො 
has a known distribution, while ΔMc transforms the rescaled noncentrality parameter 
to report a normed measure of centrality typically ranging from 0 to 1 (McDonald & 
Marsh, 1990). Both indices are interpreted using the same criteria as other goodness 
of fit indices (≥ .90 indicates acceptable fit; ≥ .95 indicates good fit), although being 
absolute indices they are considered more robust than relative fit indices such as CFI 
(Marsh et al., 2004). Both indices have been shown as relatively resistant to sample 
size and model type, while remaining sensitive to model misspecification—
especially οɀො (Fan & Sivo, 2007), which also remains more sensitive than 'Mc to 
model misspecification in small samples (Fan & Sivo, 2007). Cheung and 
Rensvold’s (2002) research determined that general cut-off criteria for these 
'goodness-of-fit indices could be relied upon, as between-model variations in 
standard errors and critical values were small enough to remain reliable for most 
contexts. As such, this research adopts their guidelines and takes a value of 'CFI < -
0.01 or οɀො< -0.001 as indication of relative and absolute model invariance 
respectively. 
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In summary, when evaluating measurement instrument invariance across the 
three studies of this research using multi-group CFA, the following criteria were 
employed: 
x To evaluate model fit: χ2 (significant values reflect poor model-fit), 
χ2/df (χ2/df < .40), NFI (NFI≥0.90), CFI (CFI≥0.90), RMSEA<0.06), 
AIC (AICdefault<AICsaturated, with lower scores preferred). 
x To test for measurement invariance: 'CFI (<-0.01) and οߛො (<-0.001). 
 
3.3 Results 
The datasets used in this chapter’s analyses were cleaned and tested to ensure 
the nature of the data met the appropriate assumptions required for CFA and multi-
group CFA, per procedures outlined in Section 2.3.1. Scale reliabilities for the PCI, 
as based on their theoretical structures, were calculated and reported in Section 2.3.2 
and Appendix B as acceptable. No items were removed from the PCI-ER or the PCI-
EE in response to initial scale reliability analyses, and the analyses in this chapter 
commence with all original scale items included. CFA and multi-group CFA 
analyses were conducting in AMOS v23.0 (Arbuckle, 2014) using SEM.  
3.3.1 PCI-EE 
Table 3.1 presents a summary of results of the model fit parameters for the 
default and (where appropriate) modified models from the structural equation 
modelling for each sample. CFA was first performed on the hypothetical second 
order factor PCI-EE model for each of the three samples independently. This model 
was selected as it represented the theoretical and validated structure of the PCI 
(Rousseau, 2000). Where appropriate, model modifications were conducted in search 
of better model fit to the current study data. Available model improvements were 
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compared using a chi-square test of significance to ensure only appropriate and 
justified modifications were accepted.  
The final model was then compared the alternative model structures specified 
a-priori and outlined in Section 3.1.2.2. Recall these were: a model of the seven-on-
three structure with any low loading items removed, a three-factor structure, and a 
seven-factor structure. All models were also compared to the Independence model to 
ensure they offered significant improvement against model ignorance (Brown, 2006), 
as indicated in the far right column of Table 3.1.  
Following determination of the most appropriate measurement fit for each 
Sample to be the seven-factor model, highlighted in bold in Table 3.1, a multi-group 
CFA was performed using the three samples. Results are presented in Table 3.2 and 
show a finding of weak factorial invariance.  
3.3.1.1 Investigation of the seven-on-three factor model for the PCI-EE 
In Sample 1, the initial default model for the higher-order seven-on-three 
factor model could not be identified due to a negative error variance estimate 
attached to the latent variable Loyal. A similar situation occurred in Sample 2, with a 
negative error variance estimate attached to the latent variable Internal Career. 
Sample 3 returned two negative error variance terms, attached to latent variables 
Internal Career and Short. These improper solutions, commonly known as Heywood 
cases, are not unusual in factor analysis (Kolenikov & Bollen, 2012) but did require 
resolution before further model analysis could occur.  
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There are multiple possible causes of a Heywood case (Dillon et al., 1987; 
Kolenikov & Bollen, 2012). For all samples, data-file cleaning had removed the 
influence of outliers and missing data, and no evidence was found for non-
convergence, under-identification, or empirical under-identification—thus removing 
these potential causes for a Heywood case. This left the conclusion that the source of 
the Heywood case was likely sampling fluctuations or structural misspecification 
(Kolenikov & Bollen, 2012). Significance tests are the proposed method for 
determining which of these sources applies. A nonsignificant test indicates sampling 
variability is the probable cause of the negative error variance estimate, while a 
significant test may conclude model misspecification (Chen, Bollen, Paxton, Curran, 
& Kirby, 2001). 
Chen et al. (2001) examined and compared various significance tests 
proposed in the literature for determining if sample fluctuations are the source of an 
improper solution. Based on Chen et al.’s review and recommendation, to identify 
the probable cause of the Heywood cases it was decided in this study to employ the 
likelihood ratio test. This test is computed by comparing likelihood values for two 
models: the model with unconstrained error variance and a model that sets the 
variance to zero (Chen et al., 2001). The resulting chi-square difference test was non-
significant for all cases (Sample 1 ∆χ2 = 0.18, ∆df = 1, p = .18; Sample 2 ∆χ2 = 0.27, 
∆df = 1, p = 0.60; Sample 3 ∆χ2 = 3.4, ∆df = 2, p = 0.18) indicating the Heywood 
cases most likely occurred due to sampling fluctuations. The offending error 
variances were set to 0.05 and the models re-estimated.  
In the case where a negative error variance has been determined as most 
likely due to sampling fluctuations, a proposed solution is to re-estimate the model 
while constraining the offending error variance to zero or a small positive number 
(Dillon et al., 1987; Kolenikov & Bollen, 2012). This reduces the bias within the 
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parameter estimate, allowing the returned model to be interpreted as normal with a 
caveat note that the parameters closest to the Heywood case will likely retain higher 
bias than they would in a solution without constraints (Chen et al., 2001). 
Accordingly, the offending negative error term variances in the initial default models 
for the higher-order seven-on-three models for PCI-EE were constrained to 0.05 and 
the models re-estimated.  
The re-estimated model for Sample 1 is presented in Figure 3.2. This model 
achieved an identified solution but found poor overall fit to the data (χ2 =1129.70, 
p < 0.001, χ2/df = 3.31; NFI = 0.83; CFI = 0.87, RMSEA = 0.08). When inadequate 
fit exists in SEM, it is not unusual to perform a specification search to explore how a 
model might be modified to improve its fit values (MacCallum, 1986; Sörbom, 
1989). These modifications often involve correlation of measurement errors, either 
with other error terms or with latent variables. As post-hoc exploration is based on 
statistical rather than theoretical criteria, such modifications mean the research focus 
moves from confirmatory analysis to data-driven and thus exploratory analysis of 
model fit (Hermida, 2015). An implication of this shift is a potential reduction in 
generalisability of the resulting model beyond the specific sample under exploration. 
Given this was the sample available for the current study, the decision was made to 
proceed with exploratory modification in search of better fit. 
Hermida (2015) highlights three key issues with allowing measurement errors 
to correlate in post-hoc modifications, which together have led to a view by some 
researchers that this practice is merely “a capitalization on chance” (p. 8). First, the 
practice may omit relevant variables from the model (Cortina, 2002). Second, the 
modified model makes advantage of the unique sample and thus may depart from a 
true population model (MacCallum, 1986; Grant, 1996; Green, Thompson, & Poirer, 
1999). Third, correlating error terms may bias model parameter estimates (Gerbing & 
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Anderson, 1984; Tomarken & Waller, 2003). Despite these issues, many researchers 
continue the practice of correlating error terms as part of post-hoc modifications in 
SEM (Cole, Ceisla, & Steiger, 2007; Shah & Goldstein, 2006). Sörbom (1989) 
suggests it is sensible to modify the model to better fit the data, rather than 
immediately abandon poor fitting data given the amount of money and time that goes 
into data collection (Landis, Edwards, & Cortina, 2009). The issue of whether it is 
appropriate or not to do so comes down to the justification for why. If it is only to 
improve model fit, the literature considers this insufficient reason and inappropriate 
practice. It is appropriate, however, if there are theoretical justifications for doing so. 
This is the case in this study, where it is argued that the nature of the model variables 
suggests they could share components. As such, some of the variable cross-products 
will share components and it is likely errors will also correlate (Kenney & Judd, 
1984). Finally, when models fail to fit as planned, post-hoc exploration of data may 
provide future direction to research. Thus, improving understanding is more 
desirable than to merely abandon the data as not fitting. 
Modification indices suggested several possible correlations between latent 
variables and error terms. Three adjustments were required before an acceptable 
indication of model fit was found: correlation of the higher-order variable 
Transactional with an error term, correlation of the higher-order variable Balanced 
with a different error term, and correlation of two error terms related to items within 
the lower-order variables of Internal advancement and Dynamic performance. With 
these three changes the model obtained an indication of relative fit (χ2 =971.46, p < 
0.001, χ2/df = 2.87; NFI = 0.85; CFI = 0.90, RMSEA = 0.06).  
Figure 3.3. presents the re-estimated model for Sample 2. This model 
returned an identified solution with poor overall fit to the data (χ2 =710.59, p < 0.001, 
χ2/df = 2.08; NFI = 0.75; CFI = 0.85, RMSEA = 0.08). Post-hoc modifications were 
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available, all involving correlations between latent variables and error terms. Five 
adjustments were required before an indication of relative model fit was found: three 
correlations between error terms, one between an error term and the higher-order 
variable Transactional, and one between a different error term and the higher-order 
variable Relational.  With these modifications the model obtained an indication of 
relative fit (χ2 =574.50, p < 0.001, χ2/df = 1.71; NFI = 0.80; CFI = 0.91, 
RMSEA = 0.06).   
Finally, the re-estimated model for Sample 3, presented in Figure 3.4, while 
finding an identifiable solution, achieved extremely poor fit to the data and no 
modifications were attempted (χ2 =563.05, p < 0.001, χ2/df = 1.65; NFI = 0.59; 
CFI = 0.77, RMSEA = 0.11). Given none of the three re-estimated models achieved 
clear fit, alternative models were then compared to determine if better fitting models 
were available for the data. 
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3.3.1.2 Investigation of alternative models for the PCI-EE 
The first models inspected for comparison were those of the theoretical 
seven-on-three factor model with available item deletions. Item loadings from the 
default seven-on-three factor models were thus inspected for the purposes of 
identifying and removing poor loading items in search of better fitting models. 
Consistent with recommendations by Comrey and Lee (1992) and advocated by 
Tabachnick and Fidell (2007), item loadings were considered ‘good’ if they achieved 
0.55 or higher. Thus, items with loadings lower than 0.55 were considered less 
desirable and therefore available for deletion.  
For Sample 1, the lowest loading item was one within the Loyalty factor: 
“commitment to make personal sacrifices for this organisation” (b = 0.326). Upon 
removal of this item, the resulting model returned an indication of relative fit similar 
to that achieved by the modified seven-on-three factor model (χ2 =864.97, p < 0.001, 
χ2/df = 2.77; NFI = 0.86; CFI = 0.91, RMSEA = 0.06). A chi-square difference test 
indicated this fit was a statistically significant improvement on the theoretical model. 
The next lowest loading item was another item from the Loyalty factor, however this 
item’s removal would have left only two items within the Loyalty scale, which is 
undesirable in a measurement model (Thompson, 2004) and so the item was retained. 
No further items were available for deletion. 
Inspection of item loadings for the higher-order model in Sample 2 revealed 
three that fell below the recommended level. The lowest of these was the item 
“obligation to fulfil limited number of responsibilities” (b = 0.36). Its removal 
returned a deleted items model with poor fit (χ2 = 675.47, p < 0.001, χ2/df = 2.17; 
NFI = 0.77; CFI = 0.86, RMSEA = 0.08). A chi-square difference test revealed no 
significant improvement of the deleted items model over the original seven-on-three 
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factor model. With no statistical advantage, further deletions were abandoned in 
deference to the theoretically driven model. No item deletions were available for 
Sample 3 and thus no deleted-item model was available for comparison in this 
sample. 
The second alternative model to be specified for each sample was the three-
factor model. In Sample 1, this model returned an identified solution but achieved a 
very poor model fit (χ2= 2151.17, p < 0.001, χ2/df = 6.20; NFI = 0.67; CFI = 0.71, 
RMSEA = 0.11). Similarly, Samples 2 and 3 also returned identified solutions with 
very poor model fit (Sample 2 χ2=1203.52, p < 0.001, χ2/df = 3.47; NFI = 0.58; CFI = 
0.66, RMSEA = 0.11; Sample 3 χ2=706.94, p < 0.001, χ2/df = 2.04; NFI = 0.48; CFI 
= 0.63, RMSEA = 0.13). In all cases the models were discarded with no further 
modifications, in deference to the superior fits of the modified seven-on-three factor 
models. 
Next, seven-factor models were specified and found to return identified 
solutions for all samples. In Sample 1, the default model obtained indications of 
relative fit quite similar in level to that obtained by the modified seven-on-three 
factor model (χ2 = 958.56, p < 0.001, χ2/df = 2.91; NFI = 0.85; CFI = 0.90, RMSEA = 
0.06). In pursuit of absolute fit, a series of available post-hoc modifications were 
conducted all involving correlation of various error terms. After 13 modifications, fit 
was acceptable across all indices except the chi-square goodness-of-fit statistic, 
which remained significant (χ2 =677.47, p < 0.001, χ2/df = 2.14; NFI = 0.90; CFI = 
0.94, RMSEA = 0.05). Chi-square difference tests indicated significant model 
improvement from each modification, and the returned AIC of the modified model 
was closer to that of the saturated model than the AIC of the default model 
(AICsaturated = 868.00 < AICmod = 913.47 < AICdefault = 1168.56).  This fit obtained by 
this modified seven-factor model was similar to that obtained by the deleted item 
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model (refer Table 3.1), but preferable for its alignment to the theoretical model. 
Given its superior and more parsimonious fit to all other models, including the 
independence model, the modified seven-fact model was accepted s an appropriate 
fitting model for use with Sample 1 data. The final model is presented in Figure 3.5. 
In Sample 2, the seven-factor model was specified and returned an identified 
solution with relative fit to the data (χ2 =560.03, p < 0.001, χ2/df = 1.70; NFI = 0.81; 
CFI = 0.91, RMSEA = 0.06). Once again in pursuit of absolute fit, a series of 
available post-hoc modifications were conducted all involving correlation of various 
error terms or of error terms with latent variables. After 16 modifications, all of 
which contributed significant improvement to model fit as indicated by significant 
chi-square difference tests, absolute fit to the data was achieved (χ2=372.36, 
p = 0.012, χ2/df = 1.19; NFI = 0.87; CFI = 0.98, RMSEA = 0.03).  As the only model 
to achieve indication of absolute fit to the Sample 2 data, the modified seven-factor 
model was accepted as the most appropriate fitting model for use with Sample 2 data. 
The final model is presented in Figure 3.6. 
For the seven-factor model, Sample 3 once again failed to achieve fit 
(χ2 =525.82, p < 0.001, χ2/df = 1.60; NFI = 0.61; CFI = 0.80, RMSEA = 0.10) and no 
modifications were attempted. As no tested model for Sample 3 was found to fit the 
data, and sample size was not appropriate to confidently pursue exploratory factor 
analysis, it was concluded that the theoretical model of the PCI along with its 
derivative models were not appropriate for use with Sample 3 data. 
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3.3.1.3 Investigation of PCI-EE measurement invariance across samples 
As Samples 1 and 2 both found a modified seven-factor model to be the most 
appropriate fit to their data, in testing model invariance across samples the seven-
factor model was selected and run through a multi-group CFA using all three 
samples.  Overall model fit within the multi-group CFA was assessed first to find 
that the four models—unconstrained, measurement weights, measurement intercepts 
model and measurement residuals—did not achieve absolute fit or clear indication of 
relative fit. However, they all approached relative fit by meeting the criteria set for 
the relative chi-squared and RMSEA statistics, and approaching the set criteria for 
CFI along with achieved AICs close to that of the saturated model. Full statistical 
results were presented in Table 3.2. 
Measurement invariance was next assessed. The unconstrained model was 
accepted as approaching relative fit of the data, indicating the conceptual 
arrangement of model measures was invariant across samples (Vandenberg & Lance, 
2000). Comparison of this model to the other models found the measurement weights 
met the criteria for minimum acceptable change, while the other tests did not. This 
suggests that the seven-factor measurement structure of the PCI-EE retains its 
general factor structure and demonstrates weak factorial invariance across samples. 
3.3.2 PCI-ER 
Analysis of the PCI-ER measurement structure followed an identical 
approach to that taken with the PCI-EE, described above. Table 3.3 presents a 
summary of results of the model fit parameters for the default and, where 
appropriate, modified models tested for each sample. Accepted models are 
highlighted in bold. Table 3.4 presents results of the multi-group CFA investigating 
measurement invariance across samples.  
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3.3.2.1 Investigation of the seven-on-three factor model for the PCI-ER 
Examination of the theoretical seven-on-three factor model for the PCI-ER 
revealed Heywood cases for all samples. These improper solutions were managed 
using the approach outlined in Section 3.3.1.1. For Samples 2 and 3 the Heywood 
cases were attributed to sampling fluctuations. In Sample 2 the case was attached to 
the latent variable Short (∆χ2 = 1.31, ∆df = 1, p = 0.25), while in Sample 3 the case 
was attached to the latent variable Performance (∆χ2 = 4.24, ∆df = 1, p = 0.04). In 
both cases, the offending estimates were set to 0.05 and the models re-estimated.  
However, in Sample 1 standard attempts to remedy the Heywood case found 
attached to the latent variable Short failed, as did standardising the variable. Model 
misspecification was concluded and the correlation matrix was inspected. It was 
found the correlation between two items “providing short-term employment” and 
“providing a job for a short time only” was .774. On the basis of this high 
correlation, it was decided to check the factor structure to evaluate if there were 
lower order structures that may also be contributing.  
An exploratory principle components analysis was undertaken in SPSS v22.0 
(IBM Corp, 2013), and it was found that the two variables both had factor loadings 
on the second component in excess of .75. Consequently, these two results indicated 
there might have been a problem in a unique contribution of these two variables. It 
was decided to undertake an analysis of the tolerance of these variables, which found 
that the items had only 38.0% and 37.7% unique variance respectively. 
Subsequently, it was decided to remove the weaker, though marginal, of these two 
items and to progress evaluating the model with this item excluded. This tested 
model is presented in Figure 3.7. The model returned an identified solution that 
failed to fit the data (χ2 = 1148.89, p < 0.001, χ2/df = 3.65; NFI = 0.84; CFI = 0.88, 
RMSEA = 0.08). 
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Returning to Samples 2 and 3, following re-estimation of the models as 
presented in Figures 3.9 and 3.9 respectively, both found identified solutions with 
poor overall fit to the data (Sample 2 χ2 = 696.87, p < 0.001, χ2/df = 2.04; NFI = 0.79; 
CFI = 0.88, RMSEA = 0.07; Sample 3 χ2=557.01, p < 0.001, χ2/df = 1.63; NFI = 
0.60; CFI = 0.79, RMSEA = 0.11). In Sample 2, post-hoc modifications all involved 
correlations between error terms. Four adjustments, all delivering improvement to 
the model as assessed by chi-square difference tests, delivered an indication of 
relative model fit (χ2 = 604.23, p < 0.001, χ2/df = 1.79; NFI = 0.82; CFI = 0.91, 
RMSEA = 0.06).  In Sample 3, due to such extremely poor fit no modifications were 
attempted.  
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3.3.2.2 Investigation of alternative models for the PCI-ER 
Higher-order models with deleted items were first compared. No such models 
were available for Samples 1 and 3. For Sample 2, a deleted-item model was 
available, with the lowest loading item being “a job only as long as the employer 
needs me” (b = 0.428). With this item removed, the returned model achieved 
improved fit to the default model but not the modified model, and poor fit overall (χ2 
= 648.56, p < 0.001, χ2/df = 2.07; NFI = 0.80; CFI = 0.89, RMSEA = 0.07). Further 
modifications and deletions were abandoned in deference to the superior model fit of 
the modified seven-on-three factor model. 
The three-factor models were next inspected for each sample. This model 
returned an identified solution in Sample 1 but with extremely poor model fit 
(χ2 = 1782.73, p < 0.001, χ2/df = 5.14; NFI = 0.77; CFI = 0.81, RMSEA = 0.09). 
Similarly, Sample 2 returned an identified solution with poor model fit (χ2=938.11, 
p < 0.001, χ2/df = 2.70; NFI = 0.72; CFI = 0.80, RMSEA = 0.09), as did Sample 3 fit 
(χ2 = 621.95, p < 0.001, χ2/df = 1.79; NFI = 0.55; CFI = 0.73, RMSEA = 0.12). All 
models were discarded with no further modification, in deference to the superior fit 
of the modified seven-on-three factor model. 
Next, seven-factor models were specified and returned identifiable solutions 
for all samples. The model for Sample 1 failed to meet the complete criteria for 
indication of fit (χ2 = 1092.95, p < 0.001, χ2/df = 3.32; NFI = 0.86; CFI = 0.90, 
RMSEA = 0.07). In pursuit of fit, a series of available post-hoc modifications were 
conducted all involving correlation of error terms. Nine modifications delivered 
indication of fit across all fit criteria except the chi-square goodness-of fit statistic 
and AIC (χ2 = 805.11, p < 0.001, χ2/df = 2.52; NFI = 0.90; CFI = 0.93, RMSEA = 
0.06). As the only model to achieve indication of relative fit to the Sample 1 data, the 
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modified seven-factor model was accepted as the most appropriate fitting model. 
This final model is presented in Figure 3.10. 
 The seven-factor model for Sample 2 was specified with one 
modification involving correlation of two error terms, to return an identified solution 
with relative fit to the data (χ2=572.24, p < 0.001, χ2/df = 1.75; NFI = 0.83; CFI = 
0.92, RMSEA = 0.06). In pursuit of absolute fit, a series of available post-hoc 
modifications were conducted all involving correlation of various error terms or of 
error terms with latent variables. After 21 modifications, all of which contributed 
significant improvement to model fit as indicated by significant chi-square difference 
tests, absolute fit to the data was achieved (χ2=366.99, p = 0.012, χ2/df = 1.19; NFI = 
0.89; CFI = 0.98, RMSEA = 0.03). As the only model to achieve absolute fit to the 
Sample 2 data, the modified seven-factor model was accepted as the most 
appropriate fitting model for use with Sample 2 data. The final model is presented in 
Figure 3.11. 
Finally, Sample 3 failed to find fit with seven-factor model (χ2 = 525.99, 
p < 0.001, χ2/df = 1.60; NFI = 0.62; CFI = 0.80, RMSEA = 0.10). Sample size was 
not appropriate to confidently pursue exploratory factor analysis and it was 
concluded that the theoretical model of the PCI, along with its derivative models, 
were not appropriate for use with Sample 3 data. 
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3.3.2.3 Investigation of PCI-ER measurement invariance across samples 
As Samples 1 and 2 both found a modified seven-factor model to be the most 
appropriate fit to their data for the PCI-ER, in testing model invariance across 
samples the seven-factor model was selected and run through a multi-group CFA 
using the three samples. Overall model fit was assessed first to find that the four 
measurement models did not achieve absolute fit or clear indication of relative fit. 
However, they all approached relative fit by meeting the criteria set for the relative 
chi-squared and RMSEA statistics. Full statistical results are presented in Table 3.3. 
Measurement invariance was assessed next, with results presented in 
Table 3.4. The unconstrained model was accepted as approaching relative fit, and 
comparison of this model to the other models found only the measurement weights to 
meet the criteria for measurement invariance. These findings indicate some support 
for the seven-factor measurement structure of the PCI-ER retaining its general factor 
structure and demonstrating weak factorial invariance across samples. 
3.4 Discussion 
The hypothesis that the data would fit the theoretical model of the PCI and 
find a seven-on-three factor structure for employee obligations was not supported. 
Using confirmatory factor analysis, the data were found to fit a seven-factor model, 
which reflected the lower-order level of the theoretical model of the PCI (Rousseau, 
2000). The three-factor higher order structure was not supported, either within a 
seven-on-three factor model or a three-factor model. This is inconsistent with the 
majority of previous research, which had found consistent support for a three-factor 
model representing the higher-order structure of the theoretical model (e.g. Dabos & 
Rousseau, 2004; Hui et al., 2004). The same hypothesis but with employer 
obligations was likewise not supported, with results finding once again the most 
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appropriately fitting model for this study’s data to be a seven-factor model reflecting 
the lower-order structure of the seven-on-three factor theoretical model. As before, 
this finding is inconsistent with both the theoretical model and the three-factor 
structure most commonly reported in the majority of previous research. 
Three possible explanations are offered as to why the measurement model 
found in this study differed from that previously found in research—although it is 
emphasised that the model found here is consistent so far as it reflects part of the 
theoretical model. The first explanation is that cultural differences in the Australian 
population from which this study drew its samples influenced the results. Although 
the literature validating and supporting the PCI was drawn from research employing 
diverse cultural samples from both western and eastern cultures, no prior literature 
was found reporting the use of the PCI specific to an Australian context. While the 
measurement model of the PCI was anticipated to remain valid across cultures and 
was thus hypothesised to be the best fitting model for this Australian-sample study, 
this does not mean that cultural differences did not exert an influence.  
The effects of cultural differences on work outcomes are well researched. To 
cite an example, Lok and Crawford (2004) report differences between Australian and 
Hong Kong samples with regards the determinants of organisational commitment. It 
is not inappropriate to postulate that an Australian sample may interpret PC 
obligations differently to other cultures. However, given the literature’s consistency 
in validating a seven-on-three factor PCI measurement structure across American 
(Rousseau, 2000), European (Chambel & Oliveira-Cruz, 2010), Latin American 
(Dabos & Rousseau, 2004), Chinese (Hui et al., 2004), and Singaporean (Ang & 
Goh, 1999) samples, it is more likely that one of two other possible explanations are 
the cause of this study’s finding of a seven-factor measurement model for the PCI. 
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The second explanation offered as to why this study found a different 
measurement model to that of most previous research lies in the separation of 
employee and employer obligations. The approach taken by this research was to test 
measurement models for each of the employee and employer obligation sets. This 
approach aligns to that of the original instrument, which presents the two sets of 
items (those for employee and those for employer obligations) as two separate 
measurement sections within the PCI. Additionally, the PCI Technical Report 
(Rousseau, 2000) reports hierarchical factor analyses that were conducted on the PCI 
scales separately for employee and employer.  
However, the approach of separating employee and employer measurement 
models within the PCI may not be a consistent approach among researchers. It would 
appear that the two key validation studies in the literature (Dabos & Rousseau, 2004; 
Hui et al., 2004) employed a single measurement model that included all employee 
and employer scales and items together. Moreover, both studies appeared focused on 
confirming the three different forms of PC (being the higher-order factors relational, 
balanced, transactional). Hui et al. clearly state they were only interested in the three 
forms of PC (i.e. the higher-order factors of the theoretical model), and not the sub-
dimensions (i.e. the lower-order factors). This interest, combined with a modest 
sample size, led the authors away from exploration of either the lower-order factor 
structure of the instrument or the separation between employee and employer 
dimensions. Dabos and Rousseau (2004) found a six-factor structure for their 
validation of the PCI. This model reflected the three higher-order theoretical factors 
(relational, balanced, transactional) for each of employee and employer obligations. 
This provides evidence of dimensional separation of employee and employer 
measurement scales, as well as supporting a three-factor conceptualisation of the PCI 
with regards to content.  
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Combining the employee and employer measurement models into a single 
model, versus testing the two measurement models separately, would no doubt raise 
the possibility for variation in the returned factor structure as this approach 
introduces and allows for correlations across employee and employer items. The 
question of whether to combine or separate employee and employer models is 
perhaps answered best by the theoretical questions under consideration by the 
research. Given the current study’s focus on understanding the development of PC 
content, a separation of employee and employer measurement models is argued for 
on two counts. First, that this separation may allow more focus on exploration of the 
sub-dimensions of the three contract forms (i.e. the lower-order factors of the 
theoretical model). Second, that a separation of employee and employer 
measurement models allows for the independent measurement of employee versus 
employer PC content in the case that these develop differently.  
The third and final explanation offered as to why the measurement model 
found to best fit the data of this study differed from the model more commonly 
reported in the literature, is sample error. Every sample is unique, but where 
researchers wish to generalise their results they must take steps to ensure sample 
characteristics represent the general population as closely as possible and that any 
potentially confounding characteristics—either of the participants or the data—are 
controlled for (Shaughnessy & Zechmeister, 1997). This study took three actions to 
understand and either reduce or control for unique sample characteristics. 
First, the multi-source study design aimed to employ participants across a 
range of organisations. This was done to minimise the influence of a single 
organisational culture or industry, so that any results could be more confidently 
generalised to a broader population. Second, as part of data collection, demographic 
information was collected from participants in order to identify any trends in 
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participant characteristics and to offer the ability to control for characteristics if 
required. For reasons outlined in Section 2.2, demographic information was only 
obtained for Sample 1. This restricted the ability to control for any demographic 
variables across all samples. Inspection of the demographic profile of Sample 1 
(presented in Table 2.2) notes two sample characteristics which perhaps influenced 
the measurement of this study’s constructs and may have needed to be controlled: the 
majority of participants were early career stage and individual contributors 
(employee level). There is evidence in the literature to suggest that career stage and 
the evolving nature of careers influences employees’ perceptions of PC obligations 
(Hess & Jepson, 2008). Likewise, employment level is proposed to influence the 
content of a PC, due to the different content factors more or less relevant at different 
job levels (Cable, 2010).  The inability of this study to effectively control for these 
sample characteristics may have influenced the final factor structure found for the 
data.  
Third and finally, as part of data screening all instances of missing data were 
dealt with, outliers were removed, and any appropriate variables transformed to 
ensure the dataset met all assumptions required by the confirmatory factor analysis 
procedure (Tabachnick & Fidell, 2001; refer Method Section 2.3.1 for data cleaning 
procedure). As such, it can be claimed that a full attempt was made to remove 
anomalies from the dataset that would unduly influence or distort analyses. 
Nevertheless, for both the PCI-EE and PCI-ER measurement models, when testing 
the theoretical seven-on-three factor PCI model Heywood cases were present in all 
samples. These were attributed to sampling fluctuations, indicating that some sample 
anomalies remained present and influenced the measurement model. While measures 
were taken to appropriately manage the Heywood cases, the subsequent successfully 
identified models retained a level of bias that unconstrained models would not have 
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(Chen et al., 2001).  The possibility remains that the sampling fluctuations leading to 
the Heywood cases unduly influenced the analysis outcomes, explaining differences 
in this study’s findings compared to those of previous researchers. 
Turning now to Hypotheses 3 and 4 pertaining to measurement invariance of 
the PCI model across samples for the employer and employee obligation models 
respectively: it was hypothesised that the measurement models of the PCI-EE and 
PCI-ER would demonstrate measurement invariance across samples. These 
hypotheses were partially supported, with results of multi-group CFAs using the 
seven-factor measurement models demonstrating weak factorial invariance for both 
the PCI-EE and PCI-ER. This indicates the configural structure of the measurement 
model—seven-factors with their associated items—plus their factor loadings may be 
confidentially compared across samples (Meredith & Teresi, 2006; Vandenberg & 
Lance, 2000). However, the intercepts of like items were not found to be invariant 
which indicates that the mean factor scores may not be compared across samples 
(Meredith & Teresi, 2006; Vandenberg & Lance, 2000). From this it can be 
concluded that across samples the measurement factors of the PCI are measured in 
the same way, but sample participants may not interpret these factors in the same 
way.  
The finding of weak factorial invariance for the PCI, as opposed to strong or 
strict factorial invariance, may be explained by sample differences in newcomer 
tenure. Recall that Sample 1 included employees within their first month 
employment, Sample 2 included employees at approximately six months 
employment, and Sample 3 included employees at approximately one-year 
employment. New employees undergo immense and intense learning upon entry to 
the organisation, with focus upon understanding and adapting to organisational 
practices and standards (Kramer, 2010). As part of this learning process, it is quite 
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likely that employees may shift their perception and interpretation of their 
obligations to their employer in response to what they learn is appropriate and 
realistic for their new environment. Vandenberg and Self (1993) describe how 
“initial work and socialization experiences can affect individuals in a manner 
resulting in more than just their use of different levels of a variable” (p. 567). They 
caution researchers against an assumption of stable measurement, particularly in 
research focused on individual change. Additionally, PC research has found 
employees will alter their own obligations in response to the employer’s delivery of 
obligations to them, to ensure that equity is retained within the relationship (Conway 
& Briner, 2005). Conway and Briner’s (2002a) daily-diary study demonstrated the 
process of psychological contracting is an ongoing exchange process that unfolds 
over time. This all suggests employees constantly reinterpret their PC in response to 
their protean work experience, and goes some way to explaining the finding of weak 
factorial invariance.  
No literature was previously found that directly tested measurement 
invariance of the PCI models over time. However, consistency in measurement 
findings of a three-factor model across multiple studies with a diverse range of 
samples including newcomer employees (e.g. Payne et al., 2015) and existing 
employees (e.g. Chaudhry & Song, 2014) led to the expectation that the instrument 
would find measurement invariance in this study. While this chapter’s findings are 
therefore largely consistent with expectations derived from previous research, it 
should be noted that measurement invariance was found here for a seven-factor 
measurement model—not the three-factor model noted in previous research.  
3.4.1 Theoretical and practical implications 
The finding of a seven-factor measurement model for the PCI, for both the 
employee and employer obligation items, emphasises there is opportunity in the PC 
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literature to expand understanding of the nature and structure of the PC beyond the 
three contract forms most commonly cited in the literature—relational, balanced, and 
transactional. This aligns with the recent expansion of PC content suggested for 
study, to also include other contract forms such as ideological (O’Donohue et al., 
2007) or safety (Walker & Hutton, 2006). This is not to suggest that the PCI is 
inappropriate or insufficient as a measurement model of PC content. Quite the 
opposite: the seven-factor structure found for this study reflects the lower-level sub-
dimensional structure of the PCI theoretical model (Rousseau, 2000). It merely 
highlights the importance for researchers to avoid assumptions of measurement 
structure and ensure measurement model fit to data is appropriately tested. 
Further, differences between the PCI-EE and PCI-ER with regards 
measurement specification suggests the two measurement models may operate 
differently. These differences are due to specified ad hoc correlations, which may 
indicate sampling differences or scale specification. This suggests that both models 
measure factors in the same way across samples and that their structures generally 
function equivalently. However, it does raise the possibility the PCI-EE and PCI-ER 
measurement models may operate slightly differently across time samples, which 
may also imply that employee and employer obligations may develop differently. 
This raises new research questions around PC development and future research is 
recommended to investigate the possibility of functional differences between the 
PCI-EE and PCI-ER. 
Measures of the PC have yet to bridge academic and practitioner worlds. 
However, there is applied value in the use of valid PC measures to help organisations 
create and monitor aligned PCs. The support found in this study for the lower-order 
dimensions of the PCI lends support to the instrument’s continued use in academic 
research and potential use in applied environments. 
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3.4.2 Limitations and research suggestions 
Sample size and model quality were concerns in this study for Sample 2 and 
especially for Sample 3, based on guidelines provided by Gagné and Hancock 
(2006). While Sample 2 achieved adequate model convergence, fit, and factor 
loading sizes to satisfy guidelines and allay concerns, the size and quality of Sample 
3 remained a severe limitation of this study. No models tested achieved any 
indication of fit with this sample, and it likely also limited the fit quality of the 
measurement invariance tests. 
A second limitation of this study was the inability of the measurement 
invariance models to achieve full indication of fit. While relative fit was claimed 
based on the achievement of two measures of fit criteria, the robustness of the 
analyses might be challenged since not all fit criteria were met (Thompson, 2004). 
Possibly the aforementioned limitations of Sample 3 contributed to this, and future 
research should seek larger sample sizes to ensure sufficient power and model 
quality for such analyses. 
Similarly, model comparisons in the measurement invariance tests were 
inconsistent in meeting the fit criteria for claiming measurement invariance, with one 
statistic met while the other was not. Fit was claimed based on the single statistic, but 
future research is recommended to take stricter criteria of multiple complimentary fit 
criteria for testing significant change in measurement structure across models. 
The decision was made in this study to correlate error terms and correlate 
error terms with latent variables when employing model modifications in search of 
improved fit. There is debate around the appropriateness of this strategy in SEM, 
given it can reduce generalisability of the model beyond a specific sample (Landis et 
al., 2009). The decision to employ modifications was made on an appropriate 
theoretical justification that the variable components likely shared components and 
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as such their measurement errors would likely correlate. However, the use of 
modifications remains a limitation of the study for two related reasons. First, 
employing post-hoc modifications shifted the research focus from theory-driven and 
confirmatory to data-driven and exploratory (Hermida, 2015). Second, no subsequent 
cross-validation or replication of the models was performed to validate the 
conclusions drawn around model structure. This is an opportunity and requirement 
for future research before the model found in this study may be more generally 
applied. 
Comparison models which deleted items of insufficient loading were 
employed in this study, for the purposes of testing and exploring alternative models 
that may have offered better fit. While adequate rationale is provided for this choice, 
it remains a potential limitation of the study as deleting items with insufficient factor 
loadings holds implications for standardisation of residuals and modification indices 
(Larwin & Harvey, 2012). Additionally, the use of this model diluted the research 
focus on theory-driven confirmation of a measurement model and repositioned it as 
exploratory research. This carries implications for generalisability of the 
subsequently selected model until such time as future research can be conducted with 
an independent sample to validate the model accepted in this study.   
A final limitation to note here is that this study was unable to use control 
variables since demographic information was only available for Sample 1, for 
reasons outlined in Section 2.3.1. In particular, this research would have benefited 
from controlling for career stage and job level as both these factors are known to 
influence interpretation of obligation content (Cable, 2010; Hess & Jepson, 2008). 
Future research might consider testing the PCI for any measurement model variation 
in structure or variance in response to these demographic characteristics. 
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Opportunities for future research include a full validation study of the PCI 
within an Australian context. This would require two large independent samples, 
which was beyond the scope of this current research. A validation study would offer 
additional insights and support for use of the PCI in research with Australian 
employees. 
Finally, future researchers might consider alternative analysis approaches for 
testing and advancing the measurement models. For example, latent growth curve 
modelling offers the opportunity to examine the instrument structures with nested 
model designs to reflect repeated measures data, multiple populations, and 
measurement change across time (Duncan & Duncan, 2004). 
3.4.3 Conclusion 
Prior to employing the PCI for use in this study, it was important to 
determine the appropriate measurement model structures as they fit to the current 
research data, along with measurement invariance across samples. A seven-factor 
measurement model was found to have the best fitting factor structure for this 
study’s data, for both employee and employer obligation sets of the PCI. This 
reflects the lower-order structure of the theoretical instrument (Rousseau, 2000) but 
is inconsistent with the more commonly found three-factor solution (e.g. Dabos & 
Rousseau, 2004; Hui et al., 2004; Rousseau, 2000). Both the PCI-EE and PCI-EE 
models demonstrated overall measurement invariance across samples, with weak 
factorial invariance. Differences in model specification between the PCI-EE and 
PCI-ER raise questions for the potential divergence of employee and employer 
obligations in terms of both their measurement and development. A seven-factor 
measurement model was accepted for use in all analyses performed throughout this 
research, with some limitations noted. 
  
NEWCOMER PSYCHOLOGICAL CONTRACTS 163 
 
Chapter 4: The Thomas & Anderson Socialisation 
Questionnaire 
4.1 Introduction 
Organisational socialisation factors were measured in this study using the 
Thomas & Anderson Socialisation Questionnaire (TASQ) (Thomas & Anderson, 
1998) which, while not yet prolific in its use, has previously featured in both PC and 
organisational socialisation literatures. Sufficient yet limited psychometric validation 
of this instrument was available, although no published information on the specific 
application of the instrument to Australian samples was found. Thus, it was 
appropriate and important to test the psychometric properties and factor structure of 
the TASQ for use in the current research. 
Research Question 2: What is the best fitting factor structure of the 
TASQ to utilise in this study? 
Organisational socialisation is defined as the means by which employees 
attain the knowledge, behaviours, and attitudes required in order for them to function 
as organisational members (Goldstein & Ford, 2002). Learning is considered central 
to organisational socialisation (Saks & Ashforth, 1997) and most measures of 
organisational socialisation focus on knowledge as representative of the extent to 
which a newcomer has learnt, and thus assimilated into the organisation 
(Cooper-Thomas & Anderson, 2006). Five organisational socialisation measures 
were identified in the literature at the time of this study’s design, each proposing 
various domains of knowledge. Of these, no one was yet more established or 
recommended than the others (Cooper-Thomas & Anderson, 2006). This study 
selected the TASQ because it was the only measure found to have appeared in both 
organisational socialisation and psychological contract literatures, and had been 
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purpose-design for use in longitudinal research with newcomer employee 
psychological contracts. 
The TASQ was described in Section 2.2.2, along with its originally reported 
psychometric properties. Scale compositions are presented in Appendix B. Figure 4.1 
presents the theoretical model underpinning the TASQ. Circles and ellipses represent 
latent variables, while measured variables are represented by rectangles. The absence 
of any line connecting variables indicates the absence of a hypothesised direct effect.  
The model aims to provide an understanding of employee socialisation across four 
correlated scales, each representing a particular domain of knowledge: social, role, 
support, and organisation.  
 
 
 
 
 
Figure 4.1. Theoretical model of the scales of the Thomas & Anderson Socialisation 
Questionnaire (TASQ; Thomas & Anderson, 1998). 
 
 
So far was found, the properties of the TASQ have been reported in three 
published studies: Cooper-Thomas and Anderson, 2002, Cooper-Thomas and 
Anderson, 2005, and Thomas and Anderson, 1998. In the original study, Thomas and 
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Anderson (2002) reported four scales of socialisation knowledge: organisational 
(4 items, α = 0.78), role (6 items, α = 0.88), social (8 items, α = 0.87) and 
interpersonal support (3 items, α = 0.89). In support of their findings, they cited two 
unpublished studies that found a similar underlying structure for the instrument. In a 
second study employing the TASQ, to validate the instrument for their sample 
Cooper-Thomas and Anderson (2002) reported using a maximum likelihood 
confirmatory factor analysis with extraction of eigenvalues greater than one. This 
revealed four factors explaining 65% of the variance with good fit (χ2 = 344, 
df = 149, p < .01) and Cronbach alpha reliabilities between 0.84 and 0.95. No 
instrument validation information was provided in the third study (Cooper-Thomas 
& Anderson, 2005). All three studies using the TASQ employed U.K. populations.   
The TASQ was designed for the purposes of measuring organisational and 
socialisation knowledge levels in newcomer employees applied to longitudinal 
research. As such, the measurement model of the instrument should expect to be 
invariant across time or samples. Indeed, all three studies found to employ the TASQ 
(Thomas & Anderson, 1998; Cooper-Thomas & Anderson, 2002; Cooper-Thomas & 
Anderson, 2005) did so as part of a suite of published longitudinal research studies. 
While none of these published studies reported or provided commentary on 
measurement invariance, it could be assumed the researchers found no reason to 
doubt the instrument’s application across samples (“American Psychological 
Association, 2015).  
Additionally, the construct measured by the TASQ is knowledge level, as a 
representation of learning (Cooper-Thomas & Anderson, 2006). The organisational 
socialisation literature and theory is quite clear in its emphasis on learning (e.g. 
Chao, O’Leary-Kelly, Wolf, Klein, & Gardner, 1994; Ostroff & Kozlowski, 1992; 
Saks & Ashforth, 1997). The literature provides limited indication that at a domain-
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level what newcomers learn is different to what longer-tenured employee have learnt, 
only that their level of learning likely differs. As such, an instrument that measures 
learning might assume that knowledge content—skills, attitudes, values, 
relationships—would be measured the same regardless of level, or in the case of 
organisational socialisation regardless of tenure. By this reasoning, there is no 
theoretical argument to suggest variance in measurement model structure. 
Accordingly, in line with the previous study findings and existing theory, it 
was expected that this research would find a similar structure to the TASQ as that 
proposed by Thomas and Anderson (1998) and that the measurement model would 
be invariant across samples.  
Hypothesis 5: The data will fit the theoretical model of the TASQ and 
fit a four-factor measurement structure. 
Hypothesis 6: The measurement model of the TASQ will demonstrate 
measurement invariance across samples. 
 
 
4.2 Method 
4.2.1 Participants. 
Participants were 475 employees from Sample 1, 193 employees from 
Sample 2, and 59 employees from Sample 3. Refer to Section 2.2 for full details of 
participants and methodological process.   
4.2.2 Measures. 
The 21 items of the TASQ were measured for the purposes of investigating 
the underlying scale structures of the instruments. Section 2.2.2 and Appendix B 
provide description of instrument items, response scale, scale compositions, and 
scale reliabilities. 
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4.2.3 Procedure. 
CFA and multi-group CFA were selected as the analytic approach for the 
exploring the measurement structure of the TASQ in this study. This approach was 
previously described in section 3.1.2, with selected model fit criteria presented in 
Sections 3.2.3.2 and 3.2.3.3. To briefly restate the selected model fit criteria:  
x To evaluate the acceptability of model fit: χ2 (significant values reflect poor 
model-fit), χ2/df  (χ2/df < 4.0), NFI (NFI≥0.90), CFI (CFI≥0.90), 
RMSEA<0.06), AIC (AICdefault<AICsaturated, lower scores preferred).  
x To test for measurement invariance: 'CFI (<-0.01) and οߛො (<-0.001).  
The alternative models chosen a-priori (Thompson, 2004) against which to 
test the correlated four-factor TASQ theoretical model were: an uncorrelated factors 
model, a one-factor model, and a model where lower loading variables were 
removed. While correlated factors generally provide a better fit to the data and one-
factor models are generally not plausible to the research situation, both are more 
parsimonious and as such it is best practice to eliminate the fit of those models even 
when they are not theoretically preferred, as this brings stronger support to the 
theoretically-derived model (Thompson, 2004).  Finally, it was planned to compare 
all tested models to the independence model in order to obtain a baseline for 
evaluating and comparing model fits (Thompso, 2004).  
To determine appropriate sample sizes for the chosen analysis, this study 
following recommended guidelines provided by Gagné and Hancock’s (2006) and 
described in Section 3.2.3.1. Both Samples 1 and 2 met the criteria to satisfy 
guidelines for the recommended minimum sample size to achieve model 
convergence, while Sample 3 did not. Further, using Gagné and Hancock’s (2006) 
table for minimum construct reliability to obtain satisfactory convergence, it was 
calculated that Sample 1 required a minimum average Z of 0.429, Sample 2 a 
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minimum average Z of 0.628, and Sample 3 a minimum average Z of 0.723. 
Assuming an average ‘good’ item loading of 0.5 (Comry & Lee, 2002), Sample 1 
met the appropriate requirements to obtain satisfactory convergence while Samples 2 
and 3 could not be guaranteed. Despite the inability of Sample 3 to meet 
recommended requirements for satisfactory model convergence through CFA, given 
this was the sample size achieved and available to work with (despite efforts to 
enlarge it, as described in Section 2.2), measurement model CFAs were nonetheless 
undertaken.  
4.3 Results 
Per procedures outlined in Section 3.2.1, the datasets were cleaned and tested 
to ensure the nature of the data met the appropriate assumptions required for CFA 
and multi-group CFA. Scale reliabilities were calculated and reported in Section 
2.3.2 and Appendix B as acceptable. No items were removed from the TASQ in 
response to initial scale reliability analyses, and the analyses in this chapter 
commence with all original scale items included. Analyses were conducting in 
AMOS v23.0 (Arbuckle, 2014) using SEM.  
Table 4.1 presents results of CFAs performed on the correlated four-factor 
TASQ model for each sample and alternative models. Where appropriate, model 
modifications were conducted in search of better model fit to the current study data. 
Available model improvements were compared using a chi-square test of 
significance to ensure only appropriate and justified modifications were accepted. 
Following determination of the most appropriate measurement fit for each Sample, 
highlight in bold in Table 4.1, the multi-group CFA was performed using all three 
samples and results are presented in Tables 4.1 and 4.2.  
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4.3.1 Investigation of the correlated four-factor model for the TASQ  
The initial default model for the correlated four-factor model was specified 
and identified for all Samples. For Sample 1, the model failed to achieve initial 
model fit (χ2 =857.42, p < 0.001, χ2/df = 4.69; NFI = 0.88; CFI = 0.90, RMSEA = 
0.09) and post-hoc modifications were performed in an attempt to develop a better 
fitting model. The decision to employ post-hoc modifications was justified by the 
theoretical likelihood of the indicators sharing components (Cortina, 2002; Kenney 
& Judd, 1984). Three modifications, two involving correlation of error terms and one 
involving correlation of the latent factor Support with an error term, enabled the 
model to indicate relative fit (χ2 =668.19, p < 0.001, χ2/df = 3.71; NFI = 0.91; CFI = 
0.93, RMSEA = 0.08).  
For Sample 2, the default model once again failed to achieve fit (χ2 = 503.77, 
p < 0.001, χ2/df = 2.75; NFI = 0.82; CFI = 0.88, RMSEA = 0.10). Eleven 
modifications were made to achieve acceptable fit to the sample data (χ2 = 288.24, 
p < 0.001, χ2/df = 1.68; NFI = 0.90; CFI = 0.96, RMSEA = 0.06). Finally, for Sample 
3, the default model did not meet fit criteria (χ2 =453.03, p < 0.001, χ2/df = 2.48; 
NFI = 0.61; CFI = 0.72, RMSEA = 0.16) and while post-hoc modifications were 
available in the form of error correlations, chi-square difference tests indicated these 
offered no significant model improvement.  
4.3.2 Investigation of alternative models for the TASQ  
The first model planned a-priori for comparison was, if available, a deleted 
items model. Inspection of item loadings from the modified four-factor model in 
Sample 1 revealed no items were available for deletion per a criterion of <0.55 
(Comrey & Lee, 1992; Tabachnick & Fidell, 2007). In the interests of model 
comparison, the decision was made to nevertheless delete the lowest-loading item, 
which was the item “I am familiar with the history of this organisation” (b = 0.66). 
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Removal of this item returned an identified model that met criteria for relative fit but 
was statistically inferior to the fit of the modified four-factor model (χ2 =713.59, 
p < 0.001, χ2/df = 4.35; NFI = 0.90; CFI = 0.92, RMSEA = 0.08). Similarly, in 
Sample 2 the lowest-loading item was once again above the cut-off criteria for item 
deletion, being “I have learned how things really work at this organisation” 
(b = 0.646). To obtain a model for comparison it was removed and returned an 
identified model that did not meet fit criteria (χ2 =404.95, p < 0.001, χ2/df = 2.75; 
NFI = 0.82; CFI = 0.88, RMSEA = 0.10). Finally, inspection of item loadings for 
Sample 3 revealed the lowest-loading item to be “I understand what my personal 
responsibilities are” (b = 0.416). Removal of this item returned a very poor fitting 
model (χ2 =391.72, p < 0.001, χ2/df = 2.39; NFI = 0.65; CFI = 0.75, RMSEA = 0.16).  
Specification of an uncorrelated four-factor model achieved identification but 
exceptionally poor fit for all samples, as shown in Table 4.1. Likewise, specification 
of one-factor models returned identified models with even less acceptable fits (refer 
Table 4.1). Finally, inspection of the independence model statistics and significant 
chi-square difference tests confirmed that the correlated four-factor model was 
superior to a zero-factor model in all Samples. The modified correlated four-factor 
models were therefore accepted as the best and most appropriate fitting models for 
use with Samples 1 and 2 data. These models are presented in Figure 4.2 for Sample 
1 and Figure 4.3 for Sample 2. It was concluded no tested model was appropriate for 
use with Sample 3 data. 
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Figure 4.2. CFA accepted model of the TASQ for Sample 1.  
 
 
 
 
NEWCOMER PSYCHOLOGICAL CONTRACTS 174 
 
 
 
 
Figure 4.3. CFA accepted model of the TASQ for Sample 2. 
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4.3.3 Investigation of TASQ measurement invariance across samples 
As both Samples 1 and 2 accepted a modified correlated four-factor, the 
correlated four-factor model representing the theoretical structure of the TASQ was 
put through a multi-group CFA to investigate measurement invariance across 
samples. As shown in Table 4.1, the four models—unconstrained, measurement 
weights, measurement intercepts model and measurement residuals—met the criteria 
set for indication of relative fit via the two fit indices of relative chi-squared and 
RMSEA. However, they did not meet the other relative fit criteria and can thus only 
be claimed to approach relative fit. As shown in Table 4.2, the test of metric 
invariance was the only test to meet the criteria for measurement invariance as 
indicated by no significant in either the CFI statistic or the Gamma hat statistic. 
These findings indicate the theoretical four-factor measurement structure of the 
TASQ displayed weak factorial invariance across samples. 
 
4.4 Discussion 
The hypothesis that the data would fit the theoretical model of the TASQ and 
demonstrate a four-factor measurement structure was supported. The correlated four-
factor model was far superior to any alternative models tested. This is consistent with 
previous research (Cooper-Thomas & Anderson, 2002; Cooper-Thomas & Anderson, 
2005; Thomas & Anderson, 1998). 
The hypothesis that the measurement model of the TASQ would demonstrate 
measurement invariance across samples was also supported, with this study finding 
support for weak factorial invariance across three samples. This is consistent with 
previous multi-wave research by Cooper-Thomas and Anderson (2002; 2005) and 
Thomas and Anderson (1998). 
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4.4.1 Theoretical and practical implications 
The validation of the TASQ measurement model for use within this study 
provides both theoretical and practical support for the use of the TASQ within an 
Australian population. This study offers further evidence to the existing literature 
that the instrument is a valid and reliable one, in terms of achieving consistent 
measurement fit and structure across samples involving newcomer employees. 
However, while offering additional information and support to the literature 
regarding use of the TASQ, this study was not a validation study of the instrument. 
Future research with two large independent samples is required before instrument 
validation can be claimed. 
4.4.2 Limitations and research suggestions 
The methodological limitations outlined in Section 3.4.2 apply here also. In 
brief recapitulation of these: sample size and model quality were concerns for 
Samples 2 and 3 (Gagné & Hancock, 2006), possibly explaining inability of 
Sample 3 and MGCFA models to achieve full indications of fit. Future research 
should seek larger sample sizes to ensure sufficient power and model quality for such 
analyses, and seek to satisfy stricter fit criteria than was accepted here. The decision 
to employ post-hoc modifications that correlated error terms and latent variables, 
while justified on theoretical grounds, limits generalisability of the model beyond 
this study’s sample (Green, Thompson, & Poirer, 1999; MacCallum, 1986) as did the 
choice to employ a comparative model with items removed based on insufficient 
loadings (Larwin & Harvey, 2012). Future research will need to validate the structure 
with an independent sample. Finally, control variables were not available for use in 
these analyses, for reasons outlined in Section 2.3.1.  In particular, the research 
would have benefited by controlling for previous work experience or stage of career, 
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as this has been shown to influence newcomer strategies regarding organisation 
socialisation (Cooper-Thomas et al., 2011). Future research might consider testing 
for any measurement model variation in structure or variance in response to 
demographic characteristics. 
Future researchers might consider alternative analysis approaches for testing 
and advancing the measurement models, such as latent growth curve modelling. This 
may offer ability to examine the instrument structures with nested model designs to 
reflect repeated measures data, multiple populations, and measurement change across 
time (Duncan & Duncan, 2004). Finally, as noted above, opportunity exists for a full 
validation study of the TASQ within an Australian context. A validation study would 
offer insight and support for the TASQ as a measure of organisational socialisation 
knowledge—a construct for which the literatures currently have limited consistency 
and comprehensiveness in measurement instruments (Cooper-Thomas & Anderson, 
2006).  
4.4.3 Conclusion 
This chapter asked the question, what is the best fitting factor structure of the 
TASQ for this study’s data. A four-factor structure identical to that proposed by the 
instrument theory (Thomas & Anderson, 1998) was found to have the best fitting 
factor structure for this study’s data, consistent with previous research. The 
instrument demonstrated structural measurement invariance across samples. This 
four-factor model of the TASQ was accepted for use in this study’s analyses. 
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Chapter 5: Association and Dependency between Employer 
and Employee Obligation Dimensions 
5.1 Introduction 
As world economies shift focus away from industrialism and towards 
knowledge and technology services (Gray, 2012), it is no longer the case that 
organisations can assume all employees enter with the same traditional relationship 
expectations or needs (Van der Smissen et al., 2013b). Nor can organisations safely 
assume that those relationship expectations will develop into employment 
obligations (i.e. PCs) of benefit to the business. In contemporary job markets, the 
ongoing competition for talented employees means that organisations need to offer 
people a carefully designed and attractive employment value proposition (Nagpal, 
2013). It is therefore critical for organisations to ensure that the employment 
relationship obligations they promise prospective and newcomer employees via their 
employee value proposition, will attract and establish return obligations from the 
employee that are of a nature desired by the organisation.  
This chapter investigates the association and dependency between employer 
obligation and employee obligations dimensions. The previous chapter found seven 
distinct measurement factors of psychological contract obligations, for each of 
employee and employer obligation item sets as measured by the PCI (Rousseau, 
2000). Measurement factors represent underlying construct dimensions (Brown, 
2006). Understanding which employer obligation dimensions contribute the most 
influence to the set of employee obligations, and how, may help managers identify 
where to focus their employment value propositions.  
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Research Question 3: How does each of the employer dimensions of the 
psychological contract contribute to the overall set of employee 
obligations within the psychological contract? 
5.1.1 Reciprocity and mutuality of employee and employer psychological 
contract obligations  
The content of a psychological contract is most commonly distinguished in 
the literature by two key features: timeframe and performance requirements 
(Rousseau & Wade-Benzoni, 1994; Sels et al., 2004). To further differentiate 
contract features, performance requirements are commonly described along 
dimensions of currency focus, stability, scope, and tangibility. Section 1.2.3 provided 
an overview of psychological contract content and features, summarised into a 
presentation of the typology of psychological contract types most commonly and 
currently adopted by the literature. The previous chapter identified, for this study’s 
data, seven dimensions of the PC for each of employer and employee obligations. 
Contracts are based upon reciprocity and “it is the relationship among the obligations 
of employee and employer that give rise to that contract” (Rousseau & Tijoriwala, 
1998). It is this very relationship, at the dimensional level, that is the focus of the 
chapter. 
Despite the literature’s recognition of the essentiality of both employee and 
employer obligations within the composition of a psychological contract (Conway & 
Briner, 2005; Rousseau, 1995), and evidence that the two are indeed separate facets 
of a psychological contract (Bal & Vink, 2011), very little is yet known about their 
relationship at a content dimensional level. This is perhaps because where research 
has sought to explore the relationship between employee and employer obligations, it 
has done so through evaluation-oriented research rather than content-oriented 
research. Evaluation-oriented approaches to research seek to assess the degree of 
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contract fulfilment or change experienced, most commonly adopting measures of 
breach, fulfilment, or violation as the dependent variable (Rousseau & Tijoriwala, 
1998). Research in this domain has demonstrated clearly that there is an association 
and dependency between employee and employer obligations, in terms of reciprocal 
change to employee obligations in response to experience of employer obligations 
(e.g. Bal & Vink, 2011; Montes & Zweig, 2009; Parzefall, 2008). For example, 
Coyle-Shapiro and Kessler (2002) examined the bi-directionality of reciprocity to 
demonstrate that perceived fulfilment of employer obligations at time 1 were 
positively associated with fulfilment of employee obligations at time 2, and vice-a-
versa. Other researchers have likewise observed employer fulfilment to predict 
employee obligations and fulfilment (Conway & Coyle-Shapiro, 2006; Dabos & 
Rousseau, 2004).   
Yet while these research findings suggest a strong association between 
employee and employer obligations, it does so in the context of psychological 
contract development in response to specific events of fulfilment or breach. We 
cannot assume this association exists in the context of psychological contract 
formation, or of psychological contract development in the absence of specific events 
(Persson & Wasieleski, 2015). Indeed, a study by De Vos et al. (2003) concluded 
newcomer psychological contracts evolve through an adaptation process upon entry 
whereby they use organisational socialisation (Louis, 1980) to shape and refine 
contract obligations before confirming their psychological contract. Further, this line 
of research into reciprocity in fulfilment provides limited information on the 
relationship or reciprocity between employee and employer obligations in terms of 
their content dimensions. 
 Content-oriented approaches examine the content of the contract itself, by 
measuring either specific contract terms, composites of contract terms, or nominal 
NEWCOMER PSYCHOLOGICAL CONTRACTS 181 
 
contract types (Rousseau & Tijoriwala, 1998). Despite definitional recognition that 
the contract requires obligations of both parties (Rousseau, 1995; Rousseau 
& Tijoriwala, 1998), the majority of content-orientated research appears to have in 
large part disregarded employee obligations in preference for investigations into 
employee perceptions regarding employer obligations (Payne et al., 2015). The main 
exception to this has been research focused on mutuality of obligations, which 
compare levels of employee obligations with levels of employer obligations to 
determine the degree of balance between them (De Cuyper, Rigotti, De Witte, & 
Mohr., 2008; Shore & Barksdale, 1998). A balanced relationship is one where 
similar levels of obligation exist between the employer and the employee, while an 
imbalanced relationship is where one party is perceived to be over- or under-
obligated comparative to the other (Payne et al., 2015). Consistent with the theories 
of social exchange (Blau, 1964), norm of reciprocity (Gouldner, 1960), and equity 
(Adams, 1965) upon which the psychological contract is based (refer Section 1.3.1), 
research consistently finds that employees seek to maintain balance within their 
psychological contract and that any perceived imbalance (e.g. through failure of one 
party to fulfil obligations) will prompt the employee to adjust obligation levels such 
that balance is restored to the exchange (Coyle-Shapiro & Kessler, 2000; 
Payne et al., 2015; Tekleab & Taylor, 2003).  
Although research into contract mutuality again reinforces the association 
between employee and employer obligations, it does so largely within the context of 
contract change not contract formation. Further, it does so from the perspective of 
content level and not of content dimension. An exception to this is a seminal study 
by Herriot et al. (1997), which investigated psychological contract content at a 
dimensional level. The study analysed the perceptions of both the employee and the 
organisation with regards obligation content, to find both groups identified the same 
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content categories but with different relative frequencies. The researchers claimed 
evidence of reciprocity within the employment exchange, concluding also a 
predictive element to the relationship between employer and employee obligations 
where employer fulfilment of obligations preceded employee commitment.  
5.1.2 The role of equity and socialisation in interpreting obligations  
Exploring the association between employee and employer obligations from a 
content dimension perspective is important for understanding how psychological 
contracts form. The nature of employment relationships means that they typically 
require equity in the exchange in order for the relationship to endure. In 
psychological contract literature, this is explained by social equity theory, which 
describes relationship satisfaction in terms of the perceived distribution of fairness in 
the exchange (Polk, 2011). For the employee, this fairness extends in two directions. 
First, the distribution of value between the parties in the exchange must be equitable. 
That is, the cost-benefit ratio for one exchange party must equal the cost-benefit ratio 
for the other party. Mutuality of obligations, with its consideration of employee and 
employer obligation levels, is one way—albeit a narrow way—of measuring an 
equitable distribution of value between parties. Second, what the employee gives and 
receives compared to what others in the organisation give and receive must remain 
equitable in perceived value (Adams, 1963; 1965). This is known as ‘distributive 
justice’ and is assessed through social comparison. 
Social comparison is the process of thinking about one or more other people 
in relation to the self (Festinger, 1957; Wood, 1996). In a series of investigations into 
the role of social influence on psychological contract fulfilment evaluations, Ho and 
colleagues (Ho, 2005; Ho & Levesque, 2005) demonstrated the important role social 
comparison plays in an employee’s evaluation of their employment relationship. 
Their findings reinforce earlier research suggesting that employees do not undertake 
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a simple or objective evaluation of the cost-benefit ratio for each party within their 
employment exchange. Rather, this evaluation is a complex and subjective process 
heavily informed by personal and social interpretations of the exchange environment 
and their exchanged contract content (Morrison & Robinson, 1997; Rousseau, 1995). 
When employees interpret an obligation as unfair by comparison to social referents, 
they will take action to adjust their input or output in order to re-establish equity 
(Adams, 1963; Ho, 2005; Ho & Levesque, 2005). It does not matter the direction of 
unfairness—perceptions of both under-reward and over-reward will prompt an 
employee to restore equity (Ramamoorthy, Flood, Slattery, & Sardessai, 2005). What 
matters is that each party’s contributions remain equitable, and the employee must 
perceive the organisation to treat her with the same fairness it affords other 
employees. This evaluation cannot occur without consideration of the content, not 
just the level, of both the employee and employer obligations. 
Support for a focus on obligation content in addition to level is further 
justified through research involving organisational socialisation. Organisational 
socialisation is the process by which newcomer employees learn how to operate 
successfully in their new organisation (Louis, 1980; Weick, 1995). Thomas and 
Anderson (1998) conducted an investigation of the psychological contracts of 
newcomers in the British Army. They found that organisational socialisation, 
specifically the acquisition of knowledge about life in the army, prompted changes in 
perceptions of employment expectations towards the beliefs held by existing 
employees. This finding emphasises “a social-constructionist approach to 
organizational knowledge and reality” (Thomas & Anderson, 1998, p. 762) which 
shapes newcomer employee’s perceptions of psychological contract obligations from 
both a content saliency and level perspective. Payne et al. (2008) also investigated 
the relationship between psychological contracts and organisational socialisation, 
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with results lending further support to the idea of the psychological contract as a 
complex socially constructed perception of reality based on realised exchanges. 
The boundaries of the psychological contract as promissory and perceived 
(refer Section 1.3.1 for a detailed overview) suggest that an association between 
employee and employer obligations is a definitional necessity for a contract to exist 
(Rousseau, 1995; Rousseau & Tijoriwala, 1998). Perhaps because the underlying 
theoretical premise of the psychological contract rests upon reciprocal and equitable 
exchange (Rousseau, 1995), there appears to be an implied—or at least largely 
untested—assumption in the literature that this association is a linear one whereby 
the nature of one party’s employment expectations matches that of the other. Yet the 
above presentation of social equity, distributive justice, and social comparison 
theories challenges this assumption by highlighting that an employee’s experience of 
their psychological contract is informed by more than just the employer’s proffered 
obligations. The evidenced influence of socialisation and social referents on an 
employee’s interpretation of the appropriate content to hold within a psychological 
contract, suggests that the nature of the association between employee and employer 
obligations may not be a simple linear one along dimensional lines.   
This raises a potential limitation of existing PC literature, being that many 
researchers to date have measured the PC as a global construct from a single 
perspective, failing to account or control for differences in either the content or the 
salient value of content between employee and employer obligations. Of those 
studies that have clearly separated employer and employee obligations when 
considering contract content, most have been either purely descriptive in purpose 
(e.g. Bellou, 2009), qualitative studies (e.g. O’Donohue et al., 2007; O’Neill, 
Krivokapic-Skoko & Dowell, 2010) or have focused on mutuality in contract 
perception (e.g. Claes, 2011; Dabos & Rousseau, 2004; Herriot et al., 1997; Ye et 
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al., 2012). The latter group of studies occasionally indicates indirect empirical 
support for an association between employer and employee obligations, but mostly at 
the nominal ‘type’ level and rarely at the composite or dimensional scale level 
(Rousseau & Tijoriwala, 1998). For example, De Cuyper et al. (2008) found four 
psychological contract types distinguished partly by exchange: mutual high 
obligations, mutual low obligations, employee over-obligation, and employee under-
obligation. This typology indicates that employer and employee obligations do not 
always match in exchange level, indicating—although certainly not confirming—that 
assuming employees seek to maintain a balance of equity within the exchange, this 
equity must come through a balance in value across the content dimensions rather 
than through value by level.  
A study by Bal and Vink (2011) provides further support for this idea of 
equity as a value- rather than level-driven evaluation process. Contrary to arguments 
in the literature purporting a generic ‘buffer’ effect of high relational-type contracts 
to the experience of breach and subsequent employee obligations (e.g. Dulac et al., 
2008; Robinson, 1996), Bal and Vink (2011) demonstrated a moderator effect of 
employer obligation dimension between employer obligation fulfilment and 
employee obligations. While this does not offer insight to the nature of an association 
between employer and employee obligations, it does support the notion of the two as 
distinct but highly associated facets of the psychological contract. 
Despite these limited and indirect empirical indications of an association 
between employer and employee obligation dimensions, this has not been the focus 
of many studies to date and subsequently is yet to be fully or directly explored. Of 
those studies that have attempted investigations of this kind, these have focused on 
general reciprocity within the exchange rather than structurally reciprocal content 
between employee and employer obligations, or they have failed to find statistical 
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stability or replication in their results (e.g. Dabos & Rousseau, 2004; Robinson et al., 
1994). Consequently, the assumption that employee and employer obligation content 
will be similar in nature is yet to be adequately recognised or challenged in the 
literature—despite repeated calls for researchers to cease using a single, global 
psychological contract as a framework for contemporary employment relationships 
(e.g. Cullinane & Dundon, 2006; Tyagi & Agrawal, 2010; Van der Smissen et al., 
2013b) and to advance understanding of the psychological contract beyond what 
type-based measurement approaches allow (DelCampo, 2007; Persson & Wasieleski, 
2015; Rousseau & Tijoriwala, 1998).  
Indeed, this research found only one study that directly investigated the 
reciprocal nature between employer and employee obligation in terms of matching 
content (Walker & Hutton, 2006). While this study found direct and clear qualitative 
evidence of reciprocity between employer and employee safety obligations, the 
study’s narrow and specific scope of contract content does not resolve long-standing 
controversy in the literature around the reciprocal nature of employer and employer 
obligations at a structural level (e.g. Guest, 1998b; Rousseau, 1998).  To better 
understand psychological contract content reciprocity, direct investigations of the 
relationship between one party’s contract content and that of the other is required at a 
quantitative dimensional level. 
5.1.3 Exploring the content association between employee and employer 
psychological contract obligations  
The previous chapter found support for seven underlying dimensions of 
psychological content, for each of the employee and employer obligation sets within 
a psychological contract as measured by the PCI (Rousseau, 2000). The structure of 
the measurement models was the same for both the employee and employer 
obligation sets. The current chapter asks how each of these seven employer 
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dimensions contributes to the overall set of employee dimensions. Previous 
literature, described above, has found strong evidence for both the theory and role of 
reciprocity in the psychological contract (Bal & Vink, 2011; Coyle-Shapiro & 
Kessler, 2002; Gouldner, 1960; Montes & Zweig, 2009; Rousseau, 1995) and a 
direct relationship between employer fulfilment of an obligation type with the 
subsequent presence of employee psychological contract types (e.g. Conway & 
Coyle-Shapiro, 2006; Dabos & Rousseau, 2004). This appears to have led to an 
assumption of reciprocity and equity at the dimensional level also. While the 
literature has suggested some indications of structural reciprocity in contract 
dimensions (e.g. Bal & Vink, 2011; Walker & Hutton, 2006), the empirical evidence 
remains scarce. So far as was found, the question of the exact nature of the 
association between employer and employee obligations at a dimensional level has 
not yet been directly asked nor answered. In line with the research and theoretical 
literature that does exist, it is hypothesised that the current research will find a 
positive association between structurally-corresponding dimensions of employer and 
employee obligations. Further, based on the assumption of and emerging evidence 
for content reciprocity (Gouldner, 1960; Walker & Hutton, 2006), it is hypothesised 
that all dimensions of employer obligation will uniquely contribute to prediction of 
the set of employee obligations within a psychological contract.  
Hypothesis 7: All seven employer dimensions will be positively 
associated with their corresponding employee dimensions. 
Hypothesis 8: All seven employer dimensions will significantly 
contribute to the group of all employee obligation dimensions. 
Existing research has concluded that the employee’s evaluation of their 
psychological contract is based in a complex construction of personal and social 
realities (Chaudhry & Song, 2014; Morrison & Robinson, 1997; Rousseau, 1995; 
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Thomas & Anderson, 1998) involving social comparisons, (Ho, 2005; Ho & 
Levesque, 2005), organisational socialisation practices (Payne et al., 2008; Thomas 
& Anderson, 1998), and the experience of obligation fulfilment (Dabos & Rousseau, 
1994, Herriot et al., 1997). Accordingly, it may be expected that various employer 
obligation dimensions will hold different relationships with employee obligations, 
based on their construction by a different combination of social experience factors. 
With no previous literature available to guide specific hypotheses on which 
dimensions will contribute and how, this chapter asks an exploratory question of 
which employer dimensions contribute the greatest relative importance to the overall 
set of employee obligations. The value of this question to organisations lies in 
understanding and differentiating the association between different employer 
obligation dimensions and employee obligations, as this may guide organisations to 
offer or emphasise certain employment obligations knowing these are likely to attract 
in return their desired employee obligations.   
Research Question 4: Which employer dimensions contribute the 
greatest relative importance to the overall employee psychological 
contract? 
5.2 Method 
5.2.1 Participants and procedure. 
The data from Study 1 was employed for this chapter’s analyses. Participants 
were 475 employees from nine different Australian-based organisations. Participant 
characteristics and the methodological process for data collection are articulated in 
Chapter 2. 
5.2.2 Measures. 
Employee (EE) obligation dimensions were measured using the PCI 
(Rousseau, 2000). This instrument was described in Section 2.2 and investigated in 
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Chapter 3 using confirmatory factor analysis to test for statistical fit of the 
measurement model to the current study data. Results presented in Section 3.3 
concluded that for the Sample 1 data employed in this chapter’s analyses, a seven-
factor measurement model of EE obligations was appropriate for use. The current 
chapter took each of these seven measurement model factors and treated them as a 
group of dependent variables, each reflecting a distinct EE obligation dimension of 
the PC.  
Employer (ER) obligation dimensions were also measured using the PCI 
(Rousseau, 2000). Results from Chapter 3 found that for the Sample 1 data, a seven-
factor measurement model of ER obligations was appropriate for use. The conceptual 
structure of this measurement model was identical to that found for EE obligations 
(refer above). The current chapter took each of these seven measurement model 
factors and treated them as independent variables, each reflecting an ER obligation 
dimension of the PC. 
5.2.3 Planned Analyses. 
Correlation analyses were planned to explore Hypothesis 7, that all seven ER 
dimensions will be positively associated with their corresponding EE dimensions. 
Relative importance analysis was selected to explore both Hypothesis 8 that all 
employer factors will significantly contribute to the group of all employee obligation 
dependent variables, and the associated Exploratory Question of which factors 
contribute the greatest relative importance to the overall EE PC. Relative importance 
analysis is an extension of multiple regression that allows identification of the 
proportional contributions of a set of correlated predictors onto a dependent variable 
(Azen & Budescu, 2003, 2006; Tonidandel & LeBreton, 2011). A brief presentation 
of relative importance analysis is presented here, along with rationale for the choice 
of relative importance analysis techniques employed in this chapter. 
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Johnson and LeBreton (2004) defined relative importance as “the 
proportionate contribution each predictor makes to R2, considering both its direct 
effect and its effect when combined with other variables in the regression equation” 
(p. 240).  Traditional techniques in multiple regression can suffer from the effects of 
multicollinearity in predictor sets, which present challenges in accurately partitioning 
the variance of each predictor when predictors are correlated (Tonidandel & 
LeBreton, 2011). As a result, regression coefficients—which represent the 
incremental contribution of predictors as they enter a model and combine with other 
predictors—are no longer equivalent, do not sum to R2, and cannot be interpreted 
accurately as a measure of relative importance for correlated predictor variables 
(Johnson & LeBreton, 2004). When the research question of interest pertains to 
comparative importance of correlated predictors, such as it does in this chapter, then 
indices other than regression coefficients are required. Specifically, indices that offer 
more accurate partitioning of variance among correlated predictors and allow 
conclusions regarding their comparative relative importance. 
Johnson and LeBreton (2004) provided a history and evaluation of the 
relative importance indices available to organisational researchers. Their review 
concluded that two techniques, dominance analysis (Budescu, 1993) and relative 
weights analysis (Johnson, 2000), were the most successful relative importance 
measures currently available for use in the literature.  
Dominance analysis approaches the question of relative importance by asking 
whether the predictor variables can be ranked in order of importance 
(Budescu, 1993). Various levels of dominance are proposed based on the ability of a 
predictor to offer additional contribution across models comparative to other 
predictors (Azen & Budescu, 2003; 2006). As such, the analysis relies on comparing 
and ordering the relative contributions of predictors based on the average increase in 
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R2 across all possible models, for every predictor (Budescu, 1993). Herein lies a 
major practical limitation of the technique: because R2 is required to be computed for 
all possible models, the more predictors there are in an analysis, the exponentially 
higher the number of computations that are required (Johnson & LeBreton, 2004). 
Despite attempts to offer macros for performing the calculations (e.g. Azen & 
Budescu, 2003), the procedure remains difficult to employ in many research 
situations (Johnson & LeBreton, 2004) including that of this thesis. 
In contrast, the computation of relative weights analysis is much quicker than 
that for dominance analysis and, unlike dominance analysis, relative weights analysis 
may be used when there are more than 15 predictor variables (Johnson & LeBreton, 
2004). Relative weights analysis (Johnson, 2000) adopts a different approach to that 
of dominance analysis, being one by which variables are transformed to create “a set 
of new predictors that are maximally related to the original predictors but are 
orthogonal to one another” (Tonidandel & LeBreton, 2015, p. 208). As such, the 
problems associated with multicollinearity are removed and regression coefficients 
can be rescaled back to the original variables in order to produce relative importance 
estimates for each predictor (Johnson, 2000). Further, because the rescaled individual 
weights sum to the overall model R2, they can be expressed as each predictor’s 
unique percentage contribution of predictable variance making the technique 
attractive for easy interpretation (Tonidandel, LeBreton, & Johnson, 2009).  
The relative importance techniques described thus far have been designed to 
supplement multiple regression. However, the current chapter aims to investigate the 
relative influence of seven correlated predictor variables onto seven correlated 
dependent variables. Accordingly, this chapter requires a multivariate analysis 
approach. Fortunately, both dominance weights and relative weights analyses can be 
extended into multivariate designs that allow assessment of the relative importance 
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of correlated predictor variables onto a set of correlated dependent variables (Azen & 
Budescu, 2006; LeBreton & Tonidandel, 2008). The foundational logics of the 
multivariate techniques are the same as for those of univariate techniques, as 
described above. The extension comes for dominance analysis through the 
observation of changes in multivariate analogues of R2 in place of the standard R2 
(Azen & Budescu, 2006), and for relative weights analysis through the addition of 
maximally rotated orthogonal variables for the set of criterion variables as well as the 
predictor variables (LeBreton & Tonidandel, 2008). As with their univariate 
counterpart techniques, the multivariate techniques for dominance analysis and 
relative weights analysis demonstrate extremely high convergence in results 
(LeBreton & Tonidandel, 2008). LeBreton and Tonidandel therefore conclude either 
technique is appropriate to use, but recommend dominance analysis to researchers 
wishing to establish patterns of dominance among predictor variables, and relative 
weights to researchers with a larger number of predictors seeking to establish relative 
importance. As the central hypotheses of this chapter reflect the latter goal, and given 
also the technique’s computational efficiency and its presentation of percentage 
contributions for individual predictor variance, multivariate relative weights analysis 
was chosen for use in this chapter. 
Despite the advantages noted above, the relative weights technique does have 
its drawbacks. The technique is limited in its ability to determine the statistical 
significance of individual relative weights because the sampling distribution of the 
relative weights is unknown (Tonidandel et al., 2009). To overcome this limitation, 
Johnson (2004) and Tonidandel et al. (2009) propose bootstrapping procedures. 
Through the generation of resampled data sets via bootstrapping, a sampling 
distribution can be empirically derived from which to then create confidence 
intervals for inferring statistical significance. As the research questions under 
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investigation in this chapter focus on the relative contributions of each predictor, 
where differences in contribution exist it was deemed important to understand if 
these differences where meaningful or merely due to chance. Thus, it was decided 
that following the multivariate relative weights analysis, this chapter would employ 
bootstrapping (10,000 iterations) and confidence intervals (alpha 0.05) to identify 
any statistical significance between the relative weights of the predictor variables. 
5.3 Results 
The means, standard deviations, and correlations for all measurement factors 
are presented in Table 5.1.  
To address Hypothesis 7, that all ER obligation dimensions will be positively 
associated with their corresponding EE obligation dimensions, the inter-correlations 
between ER and EE dimensions were examined. Results showed significant positive 
correlations between all ER-EE dimension pairs. Significant correlations were also 
observed between most other ER and EE factors, with the typical pattern of positive 
association between all factors except for the Narrow and Short factors which were 
positively associated with each other but negatively associated with most other pairs. 
The only ER to EE factor pairings not to show significant correlations involved the 
Narrow factors or the External Career factors.  
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To address Hypothesis 8 and Research Question 4, multivariate relative 
importance analysis was planned. This analysis assumes correlations between the set 
of outcome variables, as well as correlations between the set of predictor variables. 
Inspection of the outcome variables (Table 5.1, EE obligation dimensions) shows 
significant correlational association between all seven outcome variables with one 
exception, being that between the Stable and External Career factors. The association 
between Narrow and Short factors is positive to each other, and negative to the other 
five factors. The other dimensions of Stable, Loyal, Internal Career, External Career, 
and Performance were all positively associated with each other.  
Inspection of the set of predictor variables (Table 5.1, ER obligations) 
showed significant correlational associations between most factors. Exceptions were 
the association between Short and External Career, and the association of Narrow 
with the Stable, Loyal, Internal Career, and Performance dimensions. ER Short was 
negatively associated with all factors except Narrow and External Career with which 
it was positively associated. ER Narrow was positively associated with all factors 
except Internal Career with which it showed a weak negative association. 
These correlations confirmed the associations within both the outcome and 
predictor variables, which in turn confirmed the chosen analysis strategy of 
multivariate relative weights analysis. As noted in Section 5.2.3, relative importance 
analysis estimates the relative importance of correlated predictors on multivariate 
criteria (LeBreton et al., 2013). It thus achieves reliable interpretation of each 
individual predictor’s contribution to a set of correlated criterion, allowing for inter-
correlations within variable groups. 
To conduct the multivariate relative importance analysis, SPSS syntax 
provided by LeBreton and Tonidandel (2008) was used in SPSS v22.0 (IBM Corp, 
2013). Confidence intervals and tests of statistical significance (alpha 0.05) for the 
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resulting relative weights were calculated using generated R code on the R web 
server provided at 
www.relativeimportance.davidson.edu/multivariateregression.html. Results of the 
multivariate weights analysis are presented in Table 5.2. All predictors with the 
exception of ER Loyal indicated significant predictive contribution to the set of 
outcome variables. The overall model explained 13% of variance in the set of 
employee obligations, indicated in Table 5.2 by the statistic P2xy. Using the relative 
weights presented in Table 5.2 as measures of effect size (Tonidandel & LeBreton, 
2011), the variables offering the greatest relative contributions to prediction of the 
set of EE obligations were, in order: ER External Career, ER Narrow, ER Short-term 
and ER Internal Career, and ER Performance and ER Stable. 
To further explore the research question of which ER obligation dimensions 
contributed the greatest relative importance to the overall employee psychological 
contract, the relative weights of all predictor variables were compared for statistically 
significant differences in contribution using bootstrapping (10,000 iterations) and 
confidence intervals (alpha 0.05). Results are depicted in Figure 5.1. ER External 
Career, ER Narrow, and ER Short-term all contributed significantly greater 
predictive variance than the other four predictors. There was no significant difference 
in importance between these three predictors. There was no statistically significant 
difference in importance between ER Internal Career, ER Performance, and ER 
Stable, although all three contributed significantly greater predictive variance than 
did ER Loyal. 
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Table 5.2 
Multivariate Relative Weights of the Relationship between Employer Obligation 
Dimensions and the set of Employee Obligations 
 Study 1 R2 %R2 
ER External Career 0.028* 21.2 
ER Narrow 0.026* 19.8 
ER Short 0.019* 14.8 
ER Internal Career 0.019* 14.5 
ER Performance 0.016* 12.6 
ER Stable 0.013* 10.2 
ER Loyal 0.009 6.9 
P2xy 0.130 
Note %R2 is the percentage of variance in R2 explained.  
Note P2xy is the multivariate equivalent of R2. 
* p ≤ 0.05 
 
 
 
 
 
Figure 5.1. Schematic representation of statistical differences in relative importance 
between employer obligation dimension predictor variables, with regards their 
contribution to the set of employee obligations. 
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5.4 Discussion 
This chapter sought to understand the association and dependency between 
employer and employee obligations at the content dimension level. This is a 
relatively unexplored line of investigation for psychological contract literature, 
which has most commonly investigated this relationship from an evaluation or 
mutuality of obligation level perspective. 
The hypothesis that all seven employer dimensions will be positively 
associated with their corresponding employee dimensions was supported. Significant 
positive correlations were demonstrated between all employer-employee dimension 
pairs. This was consistent with previous research demonstrating high levels of 
employer obligation are associated with high levels of employee obligation (e.g. Bal 
& Vink, 2011; Coyle-Shapiro & Kessler, 2002; Montes & Zweig, 2009). It was also 
consistent with psychological contract theory, which posits a reciprocal nature 
between employment obligations (Gouldner, 1960; Rousseau, 1995) and research 
that has demonstrated a relationship between employer obligation fulfilment and 
employee obligation commitment (e.g. Conway & Coyle-Shapiro, 2006; Dabos & 
Rousseau, 2004; Herriot et al., 1997; Payne et al., 2008). So far as was found, 
confirmation of this hypothesis offers the literature some of the first evidence 
supporting a positive association between employer and employee obligations at the 
dimensional content level among newcomer employees. 
The hypothesis that all seven employer dimensions will significantly and 
uniquely contribute to the group of all employee obligation dimensions was 
supported for all employer dimensions with one exception. This exception was 
employer obligations pertaining to Loyal. The finding that six of the seven employer 
dimensions offer unique predictive contribution to the set of employee obligations 
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offers support for a strong reciprocal association between employer and employee 
obligations. This is in keeping with previous research (e.g. Bal & Vink, 2011; 
Herriot et al., 1997; Rousseau, 1995). However, the finding that ER Loyal did not 
lend unique predictive contribution challenges assumptions in the literature of a 
simple linear association between employer obligation content and employee 
obligation content. This was an unexpected finding in terms of the literature and 
research to date demonstrating reciprocity between employer and employee 
obligations (e.g. Coyle-Shapiro & Kessler, 2002; Montes & Zweig, 2009; Rousseau, 
2995). However, the finding does support an argument for recognition of a more 
complex association between employer and employee obligations, derived from 
research into the psychological contract and socialisation factors (e.g. Ho, 2005; Ho 
& Levesque, 2005; Payne et al., 2008; Thomas & Anderson, 1998). Further, it 
suggests that employees may not assess equity within the psychological contract 
exchange based solely upon employer-employee like-for-like exchange. Other 
influencing mechanisms are likely to be present in various socialisation factors, 
which may moderate or otherwise confound the direct relationship between employer 
and employee obligations.  
The discrepancy between ER Loyal and the other ER dimensions as unique 
contributors to the set of employee obligations may also be explained by the sample 
characteristic of newcomer employees. First, the relational dimensions of the 
psychological contract, including Loyal, are believed to develop as part of early 
organisational socialisation (Rousseau, 1995; Thomas & Anderson, 1998). As 
newcomers establish their organisational identity and create an affective bond with 
their employing organisation (Ashforth & Mael, 1989; Fisher, 1986; Reichers, 1987), 
relational elements of their psychological contract will form. It is unknown what 
length of time is required for such bonds to form (Kramer, 2010) and it may be this 
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chapter’s sample were too early in their employment experience to confirm Loyal 
obligations within their psychological contract. Second, Loyal obligations—more so 
the other category dimensions also—are largely intangible with a long-term 
timeframe for delivery. As research has demonstrated a reciprocal and sequential 
relationship between employer obligation fulfilment and employee obligation 
commitment (Bal & Vink, 2011; Coyle-Shapiro & Kessler, 2002; Herriot et al., 
1997; Montes & Zweig, 2009), it might be argued that newcomer employees have 
not had sufficient time to judge employer fulfilment of Loyal obligations and as such 
these obligations are yet to inform their set of employee obligations. 
Finally, it should be noted that the relative importance analysis performed in 
this research determines each predictor’s unique contribution to the set of outcome 
variables (Johnson & LeBreton, 2004). As such, while ER Loyal obligations were 
not found to contribute a unique significant contribution to employee obligations, 
this does not mean that the variable did not contribute to the overall model in 
combination with its other predictor variables (Cohen, Cohen, West, & Aiken, 2003). 
While this research specifically sought to understand unique contribution, it should 
not be concluded that ER Loyal obligations have no relationship with the set of 
employee obligations. Rather, the only conclusion that may be drawn is that the 
association between employer and employee dimension content is complex and 
likely influenced by other factors not directly measured in this research. 
 The research question of which employer dimensions contribute the greatest 
relative importance to the overall employee psychological contract was answered 
using relative weights as measures of effect size (Tonidandel et al., 2009). In order 
of relative importance, employer External Career, Narrow, and Short dimensions 
were found to have the greatest relative contribution to the set of employee 
obligations. Further, the contribution of these three dimensions over the other four 
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dimensions was found to be statistically significantly greater. This result may be 
explained by the nature of the obligations in relation to newcomer employees. The 
three relatively most important dimensions represent the most tangible and overt 
obligation dimensions measured, and they are likely to be discussed heavily during 
recruitment conversations, which typically centre upon role requirements (i.e. 
Narrow and Short dimensions) and career advantages (i.e. External Career 
dimensions) (Breaugh & Starke, 2000; Sims, 1994). As such, it is possible the 
process of organisational socialisation with regards knowledge and understanding of 
these three obligation dimensions is more advanced comparative to the other 
obligation dimensions, which could be argued to be less tangible and less salient pre-
entry. Further research is required to understand why certain dimensions might carry 
more relative weight than others to the overall set of employee obligations. 
Regardless, the findings of this research confirm differences in relative contribution 
between obligations. This supports conclusions previously drawn in the literature 
that employees perceive their psychological contract from the perspective of a 
socially constructed reality, rather than a perspective of objective interpretation of 
the cost-benefit ratio and equity exchange between employer and employee 
(Chaudhry & Song, 2014; Payne et al., 2008; Rousseau, 1995; Thomas & 
Anderson, 1998). 
5.4.1 Theoretical and practical implications 
To date, the psychological contract literature has considered the relationship 
between employer and employee obligations primarily through a lens of reciprocity 
or mutuality in terms of balanced commitment within the exchange, rather than a 
content association lens. When a content lens has been adopted, more often than not 
it has addressed content at a broad contract type level centred upon contract 
fulfilment (e.g. Conway & Coyle-Shapiro, 2006; Dabos & Rousseau, 2004; 
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Parzefall, 2008). While some few studies have focused on the relationship at a 
dimensional content level (e.g. Herriot et al., 1997), there remains a dearth of insight 
to the association and dependency of employer and employee obligation dimensions. 
The current research offers new insights to this relationship, and as such offers the 
literature a more comprehensive understanding of the characteristics of 
psychological contract content—as repeatedly called for by the literature 
(e.g. Conway & Briner, 2005; Persson & Wasieleski, 2105; Rousseau & 
Tijoriwala, 1998).  
Further, with the use of a newcomer employee sample, the research offers 
this insight in the context of contract formation. Specifically, the finding that not all 
employer obligation dimensions contribute in the same way—or indeed at all—to the 
set of employee obligations encourages a conceptualisation of the psychological 
contract as a socially constructed reality (Rousseau, 1995). The theoretical 
implications of this suggest future research is wise to investigate psychological 
contract formation alongside socialisation factors. 
Employer and employee obligations are not consistently separated in 
psychological contract research. Indeed, many researchers have adopted a global 
measure of the psychological contract that either does not specifically differentiate 
between employer and employee obligations, or only focuses upon one set (Conway 
& Briner, 2005; Rousseau & Tijoriwala, 1998). The research findings have 
demonstrated a clear separation and divergence between employer and employee 
obligations at the dimensional level, implying it is inappropriate to conceptualise the 
psychological contract as a single construct or with a simple linear relationship 
between employer and employee content dimensions. This lends support to existing 
calls in the research to adopt a more nuanced approach to measurement and 
investigation of the psychological contract with regards its content and formation 
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(Cullinane & Dundon, 2006; DelCampo, 2007, Persson & Wasieleski, 2015; Van der 
Smissen et al., 2013b) 
This research also holds practical implications for organisations seeking to 
establish an employment proposition and culture that align employee obligations to 
their strategic goals. The findings and conclusions drawn here emphasise that an 
association between employer and employee obligations does exist, but it is not a 
simple linear relationship between matching content obligations. Rather, it is a more 
complex association likely informed by various socialisation factors. Further 
research is required and recommended to validate and explore the initial exploratory 
findings offered here. Nevertheless, the implication remains that certain employer 
obligations carry more weight than others. This offers organisations the potential 
ability to strategically select and craft those obligation dimensions found to 
contribute the greatest relative importance to the resulting employee obligation set.    
5.4.2 Limitations and research suggestions 
A limitation of this research was its disregard of potential nested structures 
within the data, created by the inclusion of employees from 15 different 
organisations. By neglecting this nested structure, it is possible the standard errors of 
the estimated parameters were incorrect (Hox, 2010). Currently, there is no existing 
capability for conducting multivariate relative importance analysis with a repeated 
measures or multi-level design (S. Tonidandel, personal communication, 
December 1st, 2015). Developing such capability was beyond the scope of this 
research, but is planned as a future area of research once this capability enters the 
literature. In addition to addressing potential nested structures within the sample 
data, this extended analysis approach would also afford ability to investigate the 
association between employer and employee obligation dimensions across time 
samples. As a number of results found here may be explained by the newcomer 
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characteristics of the data, longitudinal analyses are recommended as an area for 
future research in this space. 
A second limitation to this research was its failure to include control 
demographic variables. Multivariate relative importance analysis is still evolving in 
terms of its ability to conduct group comparisons; currently a single comparison 
between two groups is available 
(www.relativeimportance.davidson.edu/multivariateregression.html). As this 
statistical technique matures and evolves to account for multi-group comparisons, 
future research may consider exploring differences in demographic variables known 
or suspected to influence psychological contract formation, such as career stage, job 
level, age, and gender (e.g. Bloome et al., 2010; Cable, 2010; Hess & Jepson, 2008). 
A third limitation to the current research was that its analytical model 
considered the influence of individual employer obligation dimensions onto the 
collective set of employee obligations. Beyond examination of correlations, it did not 
explore the influence of employer obligation dimensions onto each employee 
obligation dimension. Future research might explore the relative contributions of 
various employer dimensions onto each of the employee dimensions, for additional 
insight into the association between the two obligation sets. 
Finally, the research design chosen carries a limitation of potential common 
method variance. The effects of this potential limitation were managed ex-ante by 
ordering the survey questions such that items from different scales were mixed 
together, and by reassuring participants of confidentiality and anonymity (Chang, 
van Witteloostuijn, & Eden, 2010). Future research should aim to validate 
consistency of the proposed reciprocal relationships, using different samples or a 
research design that avoids potential common method variance altogether.  
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This research was largely exploratory in nature and as such future research is 
recommended to further explore and validate the findings and conclusions presented 
here around differences in weighted contribution of employer obligation dimensions 
to prediction of employee obligations. This future research might include samples of 
newcomer employees as well as samples of established employees, to observe any 
differences due sample characteristics based on tenure. This is particularly pertinent 
given the potential contribution of socialisation factors in explaining any variations 
in employer obligation dimension contribution. Future research should also include 
socialisation factors as direct variables for investigation, along with the employer and 
employee obligation dimensions. This would serve to both confirm and explore the 
role of social factors within any dependency between employer and employer 
obligation content. 
Future research might also consider examining the bi-directionality of a 
predictive relationship between employer and employee obligation dimensions. This 
research took as its focus the predictive ability of employer dimensions onto the set 
of employee obligations. This choice was made due to the potential practical 
applications from this research for organisations in creating value propositions to 
offer employees. Given the reciprocal exchange nature of the psychological contract 
(Rousseau, 1995), it would also be interesting to observe the behaviour of employee 
obligation dimensions onto the set of employer obligations also—particularly in an 
established employee population, where the applications of such research would hold 
implications for managing organisational culture and performance. 
Finally, the research hypotheses drawn in this research were informed by the 
emerging literature around social comparison and organisational socialisation 
theories applied to the psychological contract (e.g. Ho, 2005; Ho & Levesque, 2005; 
Morrison & Robinson, 1997; Thomas & Anderson, 1998), particularly within the 
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context of social equity theory (Adams, 1965; Polk, 2011). In addition to these social 
biases, future research might also consider the application of cognitive biases to 
perceptions of employer and employee obligation dimensions, and the resulting 
relationship between these two halves of the psychological contract. 
5.4.3 Conclusion 
The ability of organisations to construct an employee value proposition 
encouraging employee obligations that serve the organisation’s strategic needs offers 
immense value from a financial, brand, and performance perspective (Nagpal, 2013). 
This chapter investigated how different dimensions of employer obligations 
predicted employee obligations. Findings demonstrated that all content dimensions 
measured held positive associations between the employer and employee obligation. 
All employer obligation dimensions except one were found to predict the set of 
newcomer employee obligations, with three of these dimensions—External Career, 
Narrow, and Short—contributing significantly more relative influence that did the 
other dimensions.  
It was concluded that the association between employer and employee 
obligations is not straightforward. Arguments were drawn to support the literature’s 
suggestion that the relationship between employer and employee obligation content 
is a complex one, likely informed by various social comparison and organisational 
socialisation factors. Future research directly investigating these social factors within 
the relationship of employer to employee obligations is recommended, as is research 
investigating the employer-employee obligation content relationship with repeated 
measures or longitudinal research designs. Implications of this research include a 
recommendation for researchers to separate employer and employee obligation sets 
when investigating psychological contract content and formation. 
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Chapter 6: The Importance of Socialisation Factors to 
Newcomer Psychological Contract Development: An 
Exploration of Relative and Temporal Differences 
6.1 Introduction 
Despite its ongoing and increasing popularity as a research topic in 
organisational psychology (Conway & Briner, 2009), the practical application of the 
PC remains limited by a lack of understanding around its developmental process 
(O’Leary-Kelly et al., 2014). In particular, research into contract development within 
the context of newcomer socialisation remains relatively scarce. This is surprising, 
for two reasons. First, the social exchange of promises is foundational to the content 
of the PC (Rousseau, 1998) and as such, investigating the socialisation processes by 
which newcomers exchange and assimilate promises would yield valuable insight 
into contract formation. Second, those few studies to investigate contract 
development from a socialisation process perspective have strongly evidenced the 
critical role of socialisation in both acquiring and interpreting promissory exchanges 
(seminal studies include: Anderson & Thomas, 1998, on newcomer socialisation; 
De Vos & Freese, 2011, on newcomer information seeking; Ho & Levesque, 2005, 
on social influence). 
Nevertheless, the body of research on newcomer PC development is growing, 
and is increasingly conducted with consideration given to its social context (Conway 
& Briner, 2009). A number of socialisation factors have been established as core 
influencers to PC development, including socialisation tactics, organisational insiders 
and social networks, newcomer information-seeking, and general experience within 
the employment relationship (Conway & Brine, 2009). Yet to date there has been no 
attempt to integrate socialisation factors for the purposes of determining which social 
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exchange mechanisms are more or less important to the perceived exchange of 
different PC obligations during early periods of organisational socialisation. Such 
integration may advance theoretical understanding of the key socialisation processes 
underpinning newcomer PC development, and offer organisations insight to which 
socialisation practices will best deliver the type and nature of PC they desire in their 
employees. This thesis posits that both the relative and temporal importance of 
various socialisation factors to contract development will shift as a function of 
socialisation experience. This chapter poses two research questions, to be tested with 
a multi-sample design: 
Research Question 5: For each sample tested, which of the socialisation 
factors will show the strongest relationship with the set of employer 
obligations? 
Research Question 6: For each sample tested, which of the socialisation 
factors will show the strongest relationship with the set of employee 
obligations? 
6.1.1 Newcomer PC Development 
PC development is a process of social cognition, with employees acquiring 
and processing information provided by social agents and networks in order to create 
a set of cognitive schemas known as the PC (Rousseau, 2011). A schema is a mental 
model of conceptually related elements organised in a way that distils, condenses, 
and connects complex information (Bartlett, 1932; Stein, 1992). The PC is the 
outcome of how the newcomer employee organises all of the PC-related information 
and experiences they are exposed to during early socialisation into schema (Svensson 
& Wolvén, 2011).  
To understand the process of PC development via schema development, it is 
helpful to understand two key social exchange experiences through which newcomer 
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employees acquire, understand, and interpret promissory exchanges: organisational 
socialisation and contract fulfilment. Organisational socialisation is the means by 
which newcomers acquire knowledge and learning about their PC (Bauer & Erdogan, 
2011; De Vos et al., 2005). Contract fulfilment experiences shape the content of the 
PC by the extent to which they validate contract schema (Conway & Briner, 2005; 
2009; Rousseau, 1995; 2010; Shore et al., 2004). 
6.1.1.1 Development via organisational socialisation 
Organisational socialisation is the process by which employees become 
assimilated and established organisational members (Kramer, 2010). The goal of 
organisational socialisation is to embed the employee in the organisation by assisting 
their development of the knowledge, skills, relationships, values, and appropriate 
schema required to become effective organisational members (Chao et al., 1994; 
De Vos et al., 2003; Thomas & Anderson, 1998; Van Maanen & Schein, 1979).  
Central to organisational socialisation is the objective of newcomer learning and 
adjustment, underpinned by theories of uncertainty management (e.g. Berger & 
Calabrese, 1975; Kramer, 2004), sense-making (Weick, 1989; 1995), social 
exchange cost-benefit analysis (Blau, 1964; Thibaut & Kelly, 1959), and social 
identity theory (Ashforth & Mael, 1989). Upon entry, newcomers are believed to 
experience uncomfortable feelings of uncertainty due to their lack of knowledge 
regarding their new employment relationship (Berger, 1979; Berger & Bradac, 
1982). Employees are motivated to reduce uncomfortable feelings by learning and 
creating schema that help them adjust and operate effectively as organisational 
members (Berger & Calabrese, 1975). As part of this learning process, employees 
attribute meaning to events in order to interpret them accurately within the social 
context of their employment (Roloff, 1981; Weick, 1989). This sense-making 
requires actively creating, testing, and agreeing meaning through communication 
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with others—typically achieved through socialisation tactics, interaction with 
organisational insiders, and newcomer proactivity (Bauer et al., 2007; 
Cooper-Thomas & Anderson, 2006). 
Socialisation tactics are actions and communications taken by organisational 
representatives for the purpose of embedding newcomers in the organisation (Cable 
& Parsons, 2001). PC-related promissory exchanges that occur via socialisation 
tactics are delivered primarily by nominated organisational agents such as 
supervisors, and are the dominant way in which organisations actively shape PCs 
(Conway& Briner, 2009; Rousseau, 1995). The process of how employees are 
socialised directly influences the content of what they learn through socialisation and 
their subsequent adjustment success (Ashforth, Sluss, & Saks, 2007; Van Maanen & 
Schein, 1979; Wang et al., 2015). Extending this notion to the development of 
newcomer PCs, it might be assumed that how newcomer employees are socialised 
will directly influence the nature of their resulting PC. 
Socialisation tactics that emphasise formal learning, group socialisation, 
provision of support, and access to insider role models have consistently 
demonstrated a positive association with organisational commitment, organisational 
identification, job satisfaction, role mastery, and general newcomer adjustment 
(Ashforth & Saks, 1996; Ashforth et al., 1998; Bauer et al., 2007; Boswell et al., 
2009; Saks, Uggerslev, & Fassina, 2007). It would appear that socialisation tactics 
that are socio-emotionally focused typically embed the employee in the organisation 
to a higher relational degree than do other tactics. As described in Section 1.3.3, the 
content of PC is typically conceptualised along a relational-transactional dimension 
(Rousseau, 1998) with obligations ranging from long-term, pervasive, and socio-
emotional in nature (relational) through to short-term, narrow, and economic 
(transactional). As socio-emotionally focused organisational socialisation tactics 
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achieve greater levels of newcomer adjustment and relational commitment, it might 
be expected that they also engender higher levels of relational obligations within the 
developing PC. This notion aligns with research indicating that social-based 
promissory exchanges, rather than economic-based promissory exchanges, are 
associated with more positive and dedicated employee outcomes (Chaudhry & Song, 
2014; Shore et al., 2009). 
Organisational insiders are a communication source by which newcomers are 
socialised and work to create, interpret, and reality-check the schema that develop 
into their PC (Louis, 1980; Saks & Ashforth, 1997). Insiders are established 
members of the organisation who help the newcomer gather and use PC-related 
knowledge (Thomas & Anderson, 1998). They do this by offering information, role-
modelling, feedback, and support (Major, Kozlowski, Chao, & Gardner 1995). 
Insiders typically behave consistently with the organisational climate (Schneider, 
Smith, & Goldstein, 2000) and have existing access to organisational resources and 
knowledge (Morrison, 1993). As such, insiders are key socialisation agents, models, 
and targets of relationship building for the newcomer (Wang et al., 2015) because 
they are perfectly placed to assist knowledge acquisition and cultural assimilation 
(Morrison, 1993; Thomas & Anderson, 1998).  
Newcomers report organisational insiders, especially peers and supervisors, 
are preferred sources of knowledge and support over formal orientation programs or 
literature (Nelson & Quick, 1991; Ostroff & Kozlowski, 1992). However, the role of 
both supervisors and co-workers as carriers of promissory exchange may dissipate 
over time. A longitudinal study into interpersonal interactions and organisational 
socialisation processes found that proactive support from co-workers and supervisors 
declined within the first 90 days of the newcomer’s employment 
(Kammeyer-Mueller et al., 2013). This change in support was attributed to changes 
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in the hedonic tone and proactivity of newcomer interactions. While this reduction in 
proactive support may not necessarily correspond with a reduction in the influence of 
organisational insiders onto PC development, it does suggest that the mechanisms by 
which referent others influence the contract may change. 
In an early and influential study into newcomer contract development via 
organisational socialisation, Thomas and Anderson (1998) hypothesised that as 
newcomers adjusted their PCs would normalise towards those of more experienced 
insiders. The rationale for this hypothesis stemmed from previous research 
demonstrating insiders to share a general expectation of realistic employer 
obligations and appropriate employee reciprocation (e.g. Anderson & Thomas, 1996; 
Herriot et al., 1997; Rousseau & Anton, 1991; Shore & Tetrick, 1994). Thomas and 
Anderson followed British Army recruits through their first eight weeks, surveying 
participants on day one and at week eight, and comparing newcomer responses to the 
attitudes of existing insiders.  
Among other findings, three key outcomes from Thomas and Anderson’s 
(1998) study are pertinent to the current discussion. First, changes to the content of 
newcomer PCs were both common and rapid during early socialisation in the 
organisation. Second, changes were predicted by degree of learning about Army life. 
Third, changes were typically in the direction of insider norms. This evidence that 
PC development is highly influenced by knowledge acquisition and shaped by 
insider referents underlines the importance of how newcomers learn, above and 
beyond what they learn (Ashforth et al., 2007; Gruman et al., 2006; Wang et al., 
2015). It also highlights the active and interactive role of the newcomer in facilitating 
their own learning and thus, the development of their PC. 
Newcomer proactivity and an interactionist perspective to socialisation are a 
key contribution of organisational socialisation literature (Cooper-Thomas & 
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Anderson, 2006; Saks & Gruman, 2011) that offers understanding to newcomer PC 
development (De Vos et al., 2005). Proactive behaviour is defined as “taking 
initiative in improving current circumstances or creating new ones; it involves 
challenging the status quo rather than passively adapting to present conditions” 
(Crant, 2000, p. 436). Newcomers engage in proactive behaviour to assist their 
learning and adaptation to their new organisation (Morrison, 1993a; 1993b; Ostroff 
& Kozlowski, 1992; Wanberg & Kammeyer-Mueller, 2000). Researchers 
conceptualise proactive behaviours as learning-focused, with newcomers seeking and 
incorporating role referent information, performance information and feedback, and 
relational and social information into their schema related to being an effective 
organisational member (Bauer et al., 2007; Miller & Jablin, 1981; Saks & Gruman, 
2011).  
Two studies by De Vos and colleagues (De Vos et al., 2005; De Vos & 
Freese, 2011) have evidenced the important role of newcomer proactivity in PC 
formation. In one study exploring the impact of work values and locus of control 
onto PC-related information seeking, De Vos et al. (2005) found that newcomers 
searched most commonly for information about contract-related inducements relating 
to job content, social atmosphere, and personal support. The researchers noted these 
areas reflected the content domains observed in socialisation information research as 
most predictive of newcomer adjustment (citing Morrison, 1993a; 1993b; Ostroff & 
Koslowksi, 1992; Saks & Ashforth, 1997), and concluded that PC formation is a 
process of active sense-making.  
In the second study, De Vos and Freese (2001) examined newcomer patterns 
of information-seeking behaviour related to PC content and evaluation of contract 
fulfilment, finding that frequency patterns of information-seeking differed by 
information-source. Specifically, information-seeking from co-workers, mentors, and 
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other newcomers decreased significantly over time, while supervisors remained a 
constant source of PC-related information. Further, higher levels of information-
seeking during the first month of employment were associated with higher 
perceptions of contract fulfilment at three months, but after these initial timeframes 
the association dissolved. Neither study measured PC content and thus cannot offer 
insight as to the relationship between information-seeking and content nature of the 
PC. Nevertheless, their findings confirm the association between information-
seeking and contract development, and also evidence a temporal element to this 
relationship. The second study additionally suggests that organisational socialisation 
via information seeking may also influence another factor known to shape PC 
development: PC fulfilment.   
6.1.1.2 Development via PC fulfilment experiences 
PC fulfilment is critical for understanding development of both the exchange 
relationship and the content terms of the PC (Conway & Briner, 2009; Vantilborgh, 
2015). Rousseau (2011) defines fulfilment as “the extent to which a party to the 
psychological contract is judged to have lived up to or performed its part” (p. 1999). 
Perceptions of PC fulfilment act as both antecedents and consequences of PC 
development, via an ongoing cycle of anticipated future behaviour in evaluation of 
and response to past fulfilment experience (Rousseau, 2011). Experiences of PC 
fulfilment act as frequent social exchange cues to either reinforce the validity of or 
prompt adjustments to the PC schema (Conway & Briner, 2002; Hattori & Morinaga, 
2011; Payne et al., 2015). Fulfilment experiences also serve to solidify or diminish 
trust in the exchange relationship and the PC (Rousseau, 1995). In this manner, 
fulfilment can be viewed as a continual socialisation process that helps the employee 
understand their exchange relationship and adapt their PC as needed. However, 
where organisational socialisation is focused on objective learning and knowledge 
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acquisition (Cooper-Thomas & Anderson, 2006), perceptions of contract fulfilment 
involve subjective, value-laden assessments of fairness and social comparison 
(Adams, 1963; Morrison & Robinson, 1997; Rousseau, 2011).   
The PC is built upon anticipated future returns promised through social 
exchange (Rousseau, 1995). Social exchange theory suggests all social relationships 
are comprised of mutual obligations and the negotiated distribution of unequal 
resources between parties (Blau, 1964). Within a PC, obligations and resource 
distribution are reviewed in terms of a subjective cost-benefit ratio to ensure the 
exchange retains equity between parties, indicated through exchange reciprocity and 
obligation balance (Adams, 1963; 1965; Rousseau, 1989; refer Section 1.3.1.3 for a 
presentation of reciprocity and balance). Employees assess contract reciprocity and 
balance through a process of social comparison, where the employee compares their 
own experience and outcomes against those of the organisation and other 
organisational members (Festinger, 1954; Rousseau, 1989; Thibaut & Kelley, 1959). 
PC fulfilment experiences signal opportunities to engage in social comparison for the 
purposes of reviewing and adjusting contract exchange equity, via reciprocity and 
balance (Morrison & Robinson, 1997; Rousseau, 1995). 
De Vos et al. (2003) investigated the role of reciprocity in PC development 
during organisational socialisation and proposed that newcomers used organisational 
socialisation experiences to adapt their PCs “based on the reality they encounter after 
entry” (p. 538). They found a downward trend in employer obligations over time, 
consistent with previous research by Robinson et al. (1994) and Thomas and 
Anderson (1998). Using a four-wave longitudinal study to support claims of 
causality, this study demonstrated a direct influence of both employer and employee 
fulfilment perceptions on change in employer obligations. The research also 
evidenced employee’s perceptions of their own obligation fulfilment influenced 
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changes in their obligations, although the relationship between employee fulfilment 
and change in employer obligations was less clear. Interestingly, this same study also 
found some support for change in perceived obligations in response to perceived 
fulfilment, being stronger during entry compared to later in the socialisation 
experience. Research into the role of reciprocity in PC obligations remains scarce, 
and especially little is known as to the outcomes of employee fulfilment onto 
development of PC obligations (Conway & Briner, 2009). Given reciprocity is a 
foundational concept to the theories underpinning the PC (Adams, 1963; Blau, 1964; 
Gouldner, 1960) this is an area of research that deserves much fuller consideration in 
the literature. 
Payne et al. (2015) investigated the role of balance in PC development across 
the first year of employment was investigated by. Their study found perceived levels 
of both employer and employee obligations generally decreased over time. However, 
while downward adjustment of employer obligations was associated with lack of 
employer obligation fulfilment, downward adjustment of employee obligations was 
not. Instead, employee appeared to adjust their obligations not in response to a lack 
of fulfilment but in order to maintain contract balance. Further, employees perceived 
more balanced than imbalanced relationships both at entry and after one year. This 
indicated employees actively ensured the obligation level between themselves and 
their organisation remained equitable, a finding consistent with previous research by 
Robinson et al. (1994) and Shore and Barksdale (1998). 
While the employee’s motivation to maintain contract balance is well-
evidenced (e.g. Casser & Briner, 2011; Payne et al., 2015; Shore & Barksdale, 
1998), in practice this maintenance requires a vigilant monitoring of contract 
fulfilment and social comparison to determine how well each party has fulfilled their 
PC terms. Vigilance is common in exchange relationships, where the willingness and 
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ability of each party to fulfil its obligations drives the ongoing cost-benefit 
evaluation of the exchange relationship (Rousseau & McLean-Parks, 1993). 
However, as Morrison and Robinson (1997) point out, “because vigilance requires 
energy…its levels will vary over time and across persons” (p. 238).  
One factor proposed to affect vigilance, is the nature of the exchange 
relationship. Specifically, PCs high in relational obligations and perceptions of trust 
are thought to lower vigilance over time as the employee becomes less anxious about 
the immediacy or likelihood of repayment (Morrison & Robinson, 1997; Stafford, 
2008). Evidence to support this comes from a study demonstrating that longer-
tenured employees, who by their tenure may be assumed to have held longer-term 
obligations in their PC, were much less sensitive than newcomers to imbalances in 
the contract (Bal et al., 2013). This same study also found tenure differences in the 
association between PC fulfilment and the outcomes of work engagement and 
lowered turnover intent, with a positive association demonstrated for low tenured-
employees and no association demonstrated for high tenure employees. This suggests 
a temporal influence to contract fulfilment on the development of PCs, with newer 
employees more sensitive to signals of exchange equity within fulfilment 
experiences and thus likely to more frequently exhibit change in response to these 
experiences.  
This suggested temporal influence is supported with theories of sense-making 
and schema development.  Upon entry, the schema of the newcomer PC has not yet 
matured and is likely to be relatively simple and discrete (Rousseau, 2001). 
Newcomer proactive behaviours mean greater vigilance will be given to monitoring 
fulfilment events, in order to collect, understanding, and mature schema related to 
the exchange relationship. Over time, as the employee builds experience and 
knowledge, they evolve their PC to include more complex structures and linkages 
NEWCOMER PSYCHOLOGICAL CONTRACTS 219 
 
among schema (Bartlett, 1932; Rousseau, 2001; Schein, 1992). This is known as 
abstraction and has two outcomes: the employee is likely to decrease the attention 
they give to new information that does not readily fit into or enhance their schema 
(known as a status-quo bias), and the employee is cognitively primed to pay attention 
only to those fulfilment experiences that diverge from their expectations (known as 
discontinuous information processing bias; Rousseau, 2001). In this manner, the PC 
is continually revised in response to accumulated fulfilment experiences (e.g. 
Conway & Briner, 2002), but over time is done so in a less rapid and critical way 
than occurs at initial entry (Lee et al., 2011; Svensson & Wolvén, 2010). It might be 
posited then, that while contract fulfilment is a constant influence on PC 
development, its relative degree of influence likely differs across time in response to 
changes in newcomer proactivity and general experience of the exchange 
relationship. 
At the heart of the exchange relationship is an assumption and requirement 
for fairness. As such, evaluation of PC fulfilment relies upon social comparison 
between the employee and referent others (Anderson & Thomas, 1998; Chaudhry & 
Song, 2014; Festinger, 1954; Kickul et al., 2002). In a pivotal paper within PC 
literature, Ho (2005) drew attention to the role of social referents and network 
influence on an employee’s evaluation of contract fulfilment. Previously, PC 
literature had focused on the direct, reciprocal agreement between employee and 
employer, most commonly communicated through formal socialisation tactics and 
nominated organisational insiders (Ho, 2005). Ho challenged this focus, by arguing 
that employee evaluations of PC fulfilment were highly likely to be influenced by 
social referents. Drawing on social comparison (Festinger, 1954) and sense-making 
(Weick, 1989; 1995) theories, among others, Ho put forth a model of PC fulfilment 
evaluation in which employees selected and sought evaluation information from 
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various referents based on the type of promissory obligation under evaluation. In 
testing this model, Ho and Levesque (2005) evidenced that employees actively drew 
upon their social capital—their ability to engage a social network of referents for 
information and resources (Burt, 2000)—in order to evaluate PC fulfilment. 
The role of social referents in fulfilment evaluation and PC development is 
unsurprising, given that organisational socialisation literature has long recognised the 
importance of informal interactions between newcomers and insiders as determinants 
of newcomer adjustment (Delobbe et al., 2015). The subjective evaluation and social 
comparison of contract fulfilment experiences requires more than simple information 
gathering. It requires employees to assign value and meaning to events in order to 
interpret them, which requires employees to actively create, test, and agree meaning 
through communication with others (Weick, 1995). There is strong evidence that 
informal social structures and practices of an organisation provide high contextual 
influence over newcomer learning and knowledge acquisition (Kozlowski & Bell, 
2003; Wang et al., 2015). One of the most important outcomes of this socially 
influenced sense-making process is the development of cognitive schema that 
ultimately become the PC (Rousseau, 2001; Svensson & Wolvén, 2011).  Social 
referents may be particularly influential on employee obligations and employee 
contract fulfilment, because the employee seeking to maintain equity in their PC may 
likely rely on social referents to assist interpretation of contract fulfilment 
experiences. In particular, social referents may provide critical influence onto an 
employee’s decisions of whether or not to fulfil their own obligations in response to 
employer obligation fulfilment experiences, thus ensuring that balance is maintained 
within the exchange (Payne et al., 2015).  
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6.1.2 Exploring relative and temporal differences in the influence of 
socialisation factors to newcomer PC development 
Blau (1964) observed that any particular social exchange relationship can 
only ever evolve in the context of multiple social relationships and experiences. 
However, investigations of PC development have rarely given adequate 
consideration to this complex social context. Of those that have (e.g. De Vos et al., 
2003; Ho & Levesque, 2005; Thomas & Anderson, 1998), few have achieved 
progressive insights to the socialisation processes underpinning contract 
development. Yet while much is known about the influence of some socialisation 
factors on newcomer PC development, and less about others, nothing is yet known 
about their collective or relative contributions to development. Researchers recognise 
the opportunity to draw on organisational socialisation and social referent (social 
network) literatures to better understand the social mechanisms of PC development 
(Conway & Briner, 2009; Ho, 2005; Rousseau, 2011). The advantage of integrating 
these literatures is it offers a more nuanced appreciation of the key social exchange 
processes underlying newcomer PC development. One such nuance that this thesis 
seeks to explore, is the comparative importance of various socialisation processes to 
newcomer PC development. It is hoped that by identifying the relative importance of 
different socialisation processes, this thesis may guide future researchers and 
practitioners to focus on those processes most influential to contract development. 
In integrating the various social factors known to influence newcomer PC 
development to compare relative differences, it is difficult to do so without 
acknowledging the high potential for temporal differences in relative influence. Both 
PC and organisational socialisation research evidence a short, intensive period of 
learning where both PC content and socialisation behaviours change, followed by a 
decrease in the frequency and amount of contract change (e.g. De Vos & Freese, 
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2011; Lee et al., 2011) and in the influence of organisational socialisation onto 
adjustment (Cooper-Thomas & Anderson, 2005). The extant research also evidences 
greater change in obligations during early compared to latter socialisation, in 
response to contract fulfilment experiences (De Vos et al., 2003, Lee et al., 2011). 
PC researchers are increasingly approaching investigation of the PC as a process and 
not merely a state (Conway & Briner, 2009). This process perspective underlines the 
requirement and expectation for ongoing equity within an exchange relationship, 
demonstrated through balance and reciprocity which in turn are monitored and 
adjusted through PC fulfilment experiences over time (e.g. Payne et al., 2015).  
To explore the relative and temporal differences in the influence of 
socialisation factors onto newcomer PC development, a schematic model is proposed 
and presented in Figure 6.1. This model integrates the prime factors identified above 
as contributing to newcomer PC development: PC fulfilment and organisational 
socialisation. The latter is represented in the model by organisational knowledge, an 
outcome measure of organisational socialisation (Cooper-Thomas & Anderson, 
2006), and by information seeking, a measure of newcomer proactivity (De Vos 
et al., 2003). These factors are differentiated in the proposed model along lines of 
socialisation focus: organisation-focused and referent-focused. The earlier 
presentation of newcomer PC development via organisational socialisation and PC 
fulfilment experiences revealed a tendency for the extant PC literature to focus on 
either the direct exchange between employee and organisation (e.g. Henderson, 
Wayne, Shore, Bommer, & Tetrick, 2008; Li, Feng, Liu, & Cheng, 2014; Restubog 
et al., 2010; Sonnenberg, Koene, & Paauwe, 2011) or the influence of third party 
social referents (e.g. Thomas & Anderson, 1998; Ho & Levesque, 2005; Payne et al., 
2008). Rarely were the two forms of socialisation—direct and third-party—
integrated. The proposed model integrates these to encourage a more comprehensive  
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Figure 6.1. Schematic model of the proposed relative and temporal importance of 
socialisation processes to newcomer PC development. 
 
 
 
and holistic approach to the investigation of newcomer PC development via 
socialisation. 
In the model, organisation-focused exchange refers to direct socialisation 
between the employee and the organisation or its formal representatives (e.g. 
supervisors, HR practices, leaders, etc.). These exchanges include employer 
obligation fulfilment, information seeking from organisational representatives, and 
exchanges that build knowledge of the formal history, rules, and performance 
requirements of the organisation. Referent-focused exchanges refer to indirect 
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socialisation between the employee and organisation, via third-party social referents 
with which the employee normalises and interprets their PC (e.g. co-workers, 
friends, and peers). These exchanges include information seeking from social 
referents and exchanges that build knowledge of the social resources and 
interpersonal support available to the employee. Employee fulfilment was also 
designated a referent-focused exchange, due to the role of social referents in guiding 
employee decisions to fulfil their obligations in a way that maintains balance and 
equity in the exchange (e.g. Ho & Levesque, 2005; Payne et al., 2015). 
Socialisation is a dynamic process (Fisher, 1986). The first months following 
entry are a particularly intense time of learning and adjustment, after which the 
importance of socialisation processes and social cues gradually decreases (Cooper-
Thomas & Anderson, 2002; 2005; Rousseau, 2001; Svensson & Wolvén, 2011; 
Thomas & Anderson, 1998). As reflected in the proposed schematic model, it is 
hypothesised that organisation-focused socialisation factors will have a greater 
relative importance to newcomer PC development during early socialisation, 
compared to referent-focused socialisation factors. During latter socialisation, the 
opposite is hypothesised. Relative importance is defined as one socialisation factor’s 
level of unique statistical contribution to the PC comparative to the other 
socialisation factors (Johnson, 2000). The argument for these hypotheses is drawn 
from theories of schema development.  
When employees enter an organisation, their PC schema is relatively simple 
and immature (Rousseau, 2001). PC development commences prior to organisational 
entry (De Vos, De Sobbeleir, & Meganck, 2009; Delobbe et al., 2015; Rousseau et 
al., 2006). However, this pre-entry PC is likely to comprise very simple, 
unconnected schema with incomplete information. Rousseau notes, “from a 
psychological contract perspective, beliefs regarding promises and discrete 
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obligations are perhaps the most basic level of complexity [for a schema]” (p.515). 
Upon entry, once newcomers are immersed in the intense period of social exchange 
and learning that is early socialisation, the PC schema begins to develop and 
abstraction occurs. Schema develop from experiences, with each experience guiding 
how new information is organised into, and existing information reorganised within, 
the overall framework that is the PC (Stein, 1992). Abstraction occurs when 
sufficient experience is built to enable concepts to connect and linkages to form 
between previously separate contract obligations, and when patterns can be observed 
in promissory exchanges from which meaning is then created from which the 
newcomer interprets their employment experience (Bartlett, 1932; Rousseau, 2001).  
It is suggested in this thesis that to evolve the simple schema of the 
newcomer’s PC, at entry both the organisation (via socialisation tactics and insiders) 
and newcomers (via newcomer proactivity) prioritise learning focused on the 
organisation. In particular, information around the tangible and formal skills, 
knowledge, and behaviours required to perform as an established organisational 
member are likely to be the most helpful concepts to integrate into the newcomer’s 
PC. As the employee builds experiences and creates linkages between these more 
concrete concepts, they are then well placed to achieve schema abstraction of more 
complex concepts—such as those related to matters of social and cultural 
assimilation, which it is argued require sense-making through social deconstruction 
(Weick, 1995) and are better learnt through referent-focused socialisation later on.  
This suggestion of organisation-focused socialisation as more helpful to the 
development of PC schema during early socialisation than referent-focused 
socialisation is supported by evidence in the organisational socialisation literature. 
Newcomer learning motivation and frequency of information seeking decrease as 
employees master their new environment, as Morrison (1993b) found in her 
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longitudinal study of newcomer information seeking and socialisation. Proactive 
support from co-workers and supervisors has been evidenced to decline within the 
first 90 days of employment (Kammeyer-Mueller et al., 2013). Many 
institutionalised socialisation tactics, such as formal training and other activities 
intended to build skills in role, performance, and organisational knowledge domains, 
may similarly be expected to withdraw once newcomers are deemed suitably 
adjusted. In their place, it is posited the employee will increasingly rely upon social 
referents and informal social networks to gather and interpret PC-related 
information. Social capital and networks take time to build before they can assist 
with sense-making and newcomer adjustment (Ashford & Black, 1996). 
Accordingly, the relative influence of referent-focused socialisation may be expected 
to increase over time as networks are built and social capital developed, and the 
employee can increasingly rely upon social referents to normalise and make sense of 
more complex experiences and schema. Thus, the following four hypotheses are 
drawn: 
Hypothesis 9: In early socialisation, the organisation-focused 
socialisation factors will each have stronger relationships as assessed by 
relative importance analysis with the set of employer obligations than 
will the referent-focused socialisation factors. 
Hypothesis 10: In early socialisation, the organisation-focused 
socialisation factors will each have stronger relationships as assessed by 
relative importance analysis with the set of employee obligations than 
will the referent-focused socialisation factors. 
Hypothesis 11: In latter socialisation, the referent-focused socialisation 
factors will each have stronger relationships as assessed by relative 
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importance analysis with the set of employer obligations than will the 
organisation-focused socialisation factors. 
Hypothesis 12: In latter socialisation, the referent-focused socialisation 
factors will each have stronger relationships as assessed by relative 
importance analysis with the set of employee obligations than will the 
organisation-focused socialisation factors. 
 
6.2 Method 
6.2.1  Participants and procedure. 
Section 2.3 described the procedure this study followed to collect three 
samples of newcomer data at approximately one month, six months, and twelve 
months’ employment. Data from all three samples were used for this chapter’s 
analyses. Sample 1 was chosen to reflect early socialisation, while Samples 2 and 3 
were considered to be latter socialisation. Participants were 475 employees in 
Sample 1, 192 employees in Sample 2, and 59 employees in Sample 3.  
Tabachnick and Fidell (2001) recommend for a type I error rate of 0.05 and 
the ability to detect an effect size of f2=0.20 or more in the overall model, taking a 
sample size of N ≥ 50 + 8m where m is the number of predictors. The planned 
regression model for this chapter includes eight independent variables. Accordingly, 
the recommended sample size required is 114. Both Sample 1 and Sample 2 met this 
required sample size, while Sample 3 did not. Strategies for improving the ratio of 
cases to predictors in multiple regression include deleting predictors or creating a 
composite predictor of several others (Tabachnick & Fidell, 2001). These strategies 
were unavailable for Sample 3, as to meet Tabachnick and Fidell’s guideline the 
number of predictors would need to have been reduced to one thus rendering the 
analysis impractical for the hypotheses under consideration. Accordingly, the 
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decision was made to use Sample 3 with a caveat acknowledgement that this choice 
carried a reduction in statistical power and a resulting increased probability of 
experiencing an increased risk of type II error. 
6.2.2 Measures. 
Employer obligations and employee obligations were measured using the PCI 
(Rousseau, 2000), described in Section 3.2.2.1. Chapter 3 investigated the 
measurement structure of the PCI for this study’s data to find a conceptually 
identical seven-factor model for both the employer set of obligations and the 
employee set of obligations. Results from Chapter 5 suggested that while associated, 
the relationship between employer (ER) and employee (EE) obligation content is not 
a simple linear one. It was concluded that the two obligation sets should be treated 
separately when investigating their formation and development. As such, this chapter 
will consider the two as separate obligation sets.  
Employer (ER) fulfilment reflects the employee’s perceptions of how well the 
employer fulfils its obligations within the PC. This was measured using the mean of 
two items from the PCI (Rousseau, 2000): ‘In general, how well do you perceive 
your employer lives up to its promises?’ and ‘Overall, how well do you perceive 
your employer fulfils its commitment to you?’. Responses were given on a five-point 
response scale ranging from one (not at all) to five (to a great extent). 
Employee (EE) fulfilment reflects the employee’s perceptions of how well 
they fulfil their obligations within the PC. This was measured by two items from the 
PCI (Rousseau, 2000): ‘Overall, how well have you fulfilled your commitments to 
your employer?’ and ‘In general, how well do you live up to your promises to your 
employer?’. Responses were collected on a five-point response scale ranging from 
one (not at all) to five (to a great extent).  
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Socialisation knowledge reflects the degree to which the employee perceives 
they understand various aspects of life within the organisation. Four domains of 
socialisation knowledge were measured using the TASQ (Thomas & Anderson, 
1998):  
x Social refers to the perceived degree of knowledge around the social 
dynamics and interactions of the employee’s workplace 
x Support refers to the perceived degree of knowledge around sourcing 
interpersonal support for work and personal needs 
x Organisation refers to the perceived degree of knowledge regarding the 
organisation’s history, values, and operating structure. 
x Role refers to the perceived degree of knowledge regarding personal role 
requirements, responsibilities, and performance. 
Chapter 4 investigated the measurement structure of the TASQ for the current 
study’s data and confirmed the instrument’s correlated four-factor model. The TASQ 
domain scales and response scale were described in Section 2.3.2.3. 
Information seeking reflects the amount of time the employee spends 
sourcing information from various organisation channels. These channels are 
distinguished in this chapter along lines of formality: 
x Formal refers to information received via established organisational channels 
or representatives. For example, written communications made available to 
the employee, or discussions with nominated organisational representatives, 
such as senior managers.  
x Informal refers to information received via unstructured or uncontrolled 
channels. For example, social referents and social customs representative of 
normative practices in the organisation. 
NEWCOMER PSYCHOLOGICAL CONTRACTS 230 
 
Nine information-seeking behaviours were measured across six PC content 
areas, as described in Section 2.3.2.3. The variable Formal information was created 
by taking the sum of responses for each of four information-seeking behaviours 
representing formal information channels, being: ‘talk with a supervisor’, ‘talk with 
senior managers’, ‘talk with people from the HR department’ and ‘consult written 
materials’. The variable Informal information was created in the same manner, but 
with five behaviours representing informal channels: ‘talk with a mentor’, ‘talk with 
more senior colleagues’, ‘talk with other new employees’, ‘observe what others 
receive’ and ‘pay attention to what colleagues expect’.  
6.2.3 Planned analyses.  
Figure 6.2 presents a summary of the analyses planned for exploring the 
hypotheses, shown as a path model and visualisation of the relative importance of 
each socialisation factor onto PC development. Multivariate relative importance 
analysis was chosen to explore the hypotheses, which all concerned the relative 
contribution of socialisation factors towards the set of ER or EE obligations. This 
analysis technique offers the ability to identify proportional unique contributions of a 
set of correlated predictors onto a set of correlated dependent variables (LeBreton & 
Tonidandel, 2008). A presentation of relative importance analysis was provided in 
Section 5.2.3. Relative weights analysis was once again selected for use over 
dominance analysis, for reasons of computational efficiency and the technique’s 
focus on percentage contributions for each predictor’s variance. To assess the 
statistical significance of unique predictor contributions, as well as to identify 
significant differences both between different predictor contributions within samples 
and within individual predictor contributions across samples, bootstrapping 
procedures (10,000 iterations) and 95% confidence intervals (alpha 0.05) were 
employed (Johnson, 2004; Tonidandel et al., 2009). 
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6.3 Results 
The means, standard deviations, and correlations for all measurement factors 
for each sample are presented in Tables 6.1, 6.2, and 6.3. Significant correlations 
were observed between all predictor variable pairs and nearly all outcome variable 
pairs, across all samples. This supported the use of multivariate relative importance 
analysis, which assumes correlations between predictor variables and between 
outcome variables (LeBreton et al., 2013). Multivariate relative importance analysis 
was conducting using SPSS syntax provided by LeBreton and Tonidandel (2008) 
using SPSS v22.0 (IBM Corp, 2013). Ninety-five per cent confidence intervals and 
tests of statistical significance at the .05 level for the resulting relative weights were 
calculated using generated R code on the R web server provided at 
www.relativeimportance.davidson.edu/multivariateregression.html (Tonidandel & 
LeBreton, 2015).  Results are presented in Tables 6.4. 
Inspection of the correlations within and between the predictor and outcome 
variable sets revealed an interesting pattern. All socialisation factors showed 
consistent positive associations with all ER dimensions except for Narrow and Short, 
with which associations were either non-existent or inconsistent across samples. 
These two dimensions, Narrow and Short, represent obligations that are transactional 
in nature, while all other dimensions represent socio- or emotional-natured 
obligations (Rousseau, 2000). A similar pattern was found for associations between 
socialisation factors and EE dimensions, with all socialisation factors showing 
consistent association with EE dimensions with the exception of Narrow, Short, and 
External Career. Inspection of employee External Career obligations revealed these 
at face-value to be predominantly transactional in nature. While this pattern did not 
influence the planned analyses, it was noted for its potential with regards 
interpretation of results or recommended future research. 
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Hypotheses 9 and 10 considered the relative contribution of each socialisation 
factor during early socialisation onto the set of ER and EE obligation dimensions 
respectively. As indicated by the P2xy statistic in Table 6.4, Sample 1 results revealed 
the group of socialisation factors together explained 12% of variance in the set of ER 
obligations and 8% of variance in the set of EE obligations. Additionally, all 
socialisation factors contributed significant unique contributions to the outcome 
variable sets, with the exception of Support onto the set of EE obligations. The %R2 
statistic shows the relatively most important predictors in Sample 1 where ER 
Fulfilment and Support for the set of ER obligation, and EE Fulfilment and Role for 
the set of EE obligations. No discernible pattern of importance was observed along 
the hypothesised categorisation of socialisation factors into organisation-focussed 
and referent-focused, providing no support for Hypotheses 9 and 10.  
Hypotheses 11 and 12 considered the relative contribution of socialisation 
factors onto the set of ER and EE obligation dimensions during latter socialisation. 
Inspection of the P2xy statistic in Table 6.4 for Samples 2 and 3 revealed the models 
explained 15% and 21% of variance respectively for the set of ER obligations, and 
9% and 18% for the set of EE obligations. The only factor to contribute significant 
unique variance to the set of ER obligations was ER Fulfilment. For the set of EE 
obligations, only ER Fulfilment and EE fulfilment contributed significant unique 
variance in Sample 2 and no factor offered significant unique variance in Sample 3. 
The % R2 revealed the most important predictors to the set of ER obligations were 
ER Fulfilment (significant) and Role (non-significant) for both Samples 2 and 3. For 
the set of EE obligations, in Sample 2 the most important predictors were EE 
Fulfilment and ER Fulfilment (both significant), while for Sample 3 the most 
important predictors were Role and ER Fulfilment (neither significant). Once again, 
no discernible pattern of importance was observed along the hypothesised 
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categorisation of socialisation factors into organisation- and referent-focused. This 
provided no support for Hypotheses 11 and 12. 
In sum, results of the multivariate relative importance analysis provided no 
support for the four hypotheses. This means that for this study’s data, the 
categorisation of socialisation factors into organisation-focused and referent-focused 
was not supported. However, indications of difference in relative importance 
between factors was evidenced, as was a shift in these between samples. Further, 
results for the sets of ER and EE obligations displayed little similarity in patterns of 
top factor importance. Considering these matters, there was opportunity to explore 
the eight predictors for any other patterns of importance that would further 
understanding of the relative influence of socialisation factors onto psychological 
contract development. Confidence intervals of 95% (bootstrapping with 10,000 
iterations, alpha 0.05) were thus calculated and reviewed to determine statistically 
significant differences in relative contribution of the predictors onto the sets of 
employer obligations. Figure 6.3 presents a schematic summary comparison of these 
relative contributions, with a largest-size eclipse indicated the predictor contributed 
significantly more influence that did other predictors, and a smallest-size eclipse 
indicating the predictor contributed significantly less influence that did other 
predictors. 
For the set of ER obligations, exploration of the results in Table 6.4 revealed 
that for all Samples over a third of the explained variance for the model was uniquely 
attributable to ER fulfilment, while confidence intervals revealed that for all Samples 
this factor contributed significantly more influence than any other factor (depicted in 
Figure 6.3). The two information-seeking factors, Formal and Informal, were 
consistently the lowest relative importance to the model—however confidence 
intervals did not reveal this to be a statistically significant difference. 
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Exploration of the results for the set of EE obligations revealed a different 
and less consistent pattern than that found for the set of ER obligations. The factors 
contributing greatest relative importance varied across Samples, with EE Fulfilment 
and Role remaining the most consistently relative importance factors (refer 
Table 6.4). Calculation of 95% confidence intervals (alpha 0.05) found no factor to 
contribute significantly greater relative importance for any Sample. However, 
Support was shown to contribute significantly less relative importance than any other 
factor in Sample 1, and both Support and Formal showed significantly less 
importance that the two Fulfilment factors in Sample 2 (depicted in Figure 6.3). No 
statistically significant differences between predictor contributions were observed in 
Sample 3. 
In summary, initial results revealed no support for the hypotheses, which 
were structured around categorisation of socialisation factors into organisation-
focused and referent-focused. However, exploration of the results at the factor-level 
found for the set of ER obligations, ER Fulfilment retained consistent dominance 
over other factors for all Samples. For the set of EE obligations, patterns were less 
explicit but a trend for Support to be less important than other factors emerged. This 
means that patterns do exist in the relative importance of socialisation factors onto 
PC development, that these patterns differ by ER and EE obligations, and that the 
relative contributions of socialisation factors to PC development is worthy of further 
investigation. 
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Figure 6.3. Schematic representation of results comparing the statistically 
significant differences in relative contribution of socialisation factors onto the 
various sets of PC obligations. 
 
 
6.4 Discussion 
This chapter sought to integrate and explore the relative and temporal 
differences between various socialisation factors, with regards their importance to 
newcomer PC development. Four hypotheses were proposed. The first two 
anticipated that for early socialisation (Sample 1) organisation-focused socialisation 
factors would be relatively more important than referent-focused socialisation factors 
in predicting the set of ER obligations (Hypothesis 9) and the set of EE obligations 
(Hypothesis 10). The remaining two hypotheses anticipated that for latter 
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socialisation (Samples 2 and 3) referent-focused socialisation factors would be 
relatively more important than organisation-focused socialisation factors in 
predicting the sets of ER (Hypothesis 11) and EE (Hypothesis 12) obligations. None 
of these hypotheses were supported.  
While no support was found for the hypotheses, additional exploratory 
analyses found support for relative differences in the influences of socialisation 
factors onto the sets of PC obligations—both between Samples, and between ER and 
EE obligation sets. For the set of ER obligations, all socialisation factors contributed 
significant unique variance during early socialisation, while only ER fulfilment 
contributed unique variance during latter socialisation. For the set of EE obligations, 
all socialisation factors except Support contributed significant unique variance 
during early socialisation, while for latter socialisation only the two fulfilment 
variables did. Together these findings offer support for temporal differences in the 
relative importance of socialisation factors onto newcomer PC development, where 
organisational socialisation factors decrease in their relative importance to newcomer 
PCs between early and latter socialisation while PC fulfilment factors retain relative 
importance.  
These findings are consistent with organisational socialisation research 
studies, which demonstrate that both the presence and influence of socialisation 
tactics and newcomer proactivity on newcomer adjustment decrease after the first 
few months of employment (e.g. Cooper-Thomas & Anderson, 2002; 2005; 
Kammeyer-Mueller et al., 2013; Morrison, 1993b). The findings are also consistent 
with previous research conducted into PC-related information seeking behaviours, 
which similarly find a decrease in the frequency of newcomer information-seeking 
across the first year of employment (De Vos & Freese, 2011). As decreases in 
influence are not the same as decreases in relative influence, future research is 
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required to confirm if the decrease in relative influence of organisational 
socialisation factors onto PCs was due to a reduction in the general influence of 
organisational socialisation factors or due to an increase in the relative influence of 
obligation fulfilment. An alternative explanation for the temporal differences found 
in this study is that of attrition. It is possible that the differences observed between 
early and latter socialisation were due to systematic self-withdrawal of participants 
between the sample time points. Future research should control for the influence of 
attrition when further exploring temporal differences in the influence of socialisation 
factors on PC development. 
Findings also indicated differences between ER and EE obligations sets, with 
regards the influence of socialisation factors. ER Fulfilment was found to be 
consistently and significantly greater in relative importance to the set of ER 
obligations for all samples. This suggests ER Fulfilment is a key developmental 
factor to the ER obligation half of a newcomer PC, and is consistent with previous 
studies demonstrating the strong influence of ER Fulfilment onto both content and 
changes within the newcomer PC (e.g. Dabos & Rousseau, 2004; De Vos, 2005; 
Guest & Conway, 2002a).  In comparison, for the set of EE obligations, no factor 
was found to be statistically more important that others, but two were found to be 
statistically less important: Support knowledge and, for latter socialisation only, 
Formal information seeking. This finding may be explained, consistent with previous 
research by Kammeyer-Mueller et al. (2015), by the gradual withdrawal by 
supervisors and colleagues of proactive support behaviour toward the newcomer. As 
proactive offerings of support and information decrease, it could be anticipated that 
the employee’s use of these factors to guide their reciprocal obligations likewise 
decreases and they come to increasingly rely on other factors to shape the EE 
obligation half of the PC.  
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Another finding of this study was the observed pattern of association between 
socialisation factors and PC dimensions. A trend was noted, for both ER and EE 
obligations, for socialisation factors to demonstrate a consistent association—
generally positive—with obligations that were socio-emotional in nature. However, 
for those obligations of a purely transactional nature, the socialisation factors 
demonstrated limited or inconsistent association. This reflects previous research into 
positive relationships between both contract fulfilment and organisational 
socialisation factors with socio-emotional employee outcomes of commitment, 
performance, and intention to remain (e.g. Bauer et al., 2007; Conway & Briner, 
2009; Rousseau, 2011; Shore et al., 2004). The PC literature has frequently 
conceptualised obligations along a relational-transactional continuum (Rousseau, 
1995; 2010; refer also Section 1.3.3). The lack of finding in this study for consistent 
associations between socialisation factors and transactionally-natured obligations 
may suggest the relational-transactional continuum does not behave in a 
straightforward linear fashion with regards its relationship to socialisation factors. 
More likely, however, it is due to measurement or sampling variations. Nevertheless, 
the observed differences in associations between socialisation factors and PC 
obligations of different natures may warrant future investigation. 
6.4.1 Theoretical and practical implications 
A key contribution of this study is the finding that the ER and EE obligation 
halves of the PC develop differently, with regards the influence of socialisation 
factors. Both theory and previous research emphasise the importance of reciprocity 
and balance within the PC (Conway & Briner, 2009). Most often, previous research 
has investigated the impact of employer fulfilment onto both employer and employee 
obligations, thus focusing on the changes employees make to their contract to ensure 
ongoing exchange equity (notable exceptions include De Vos et al, 2003). This 
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research has largely assumed an implied timing to this exchange, being employer 
fulfilment first and then employee obligations and fulfilment in response to what is 
received. Few studies have investigated employee fulfilment and subsequent changes 
in either perception of obligations or of employer fulfilment. The findings of this 
study support the notion that employee obligations and the role of employee 
fulfilment both warrant further theoretical attention. Further, they underline the 
requirement for research to now consider the employer and employee sides to the 
contract as parallel and interrelated, but not identical in either their development or 
their outcomes.  
Similarly, the finding from this study that employer and employee fulfilment 
both play a role in newcomer PC development, and that this role is different with 
regards its outcomes on ER versus EE obligations, holds implications for how PC 
literature approaches research regarding contract fulfilment. The majority of extant 
research has focused on ER fulfilment and its outcomes, to the neglect of EE 
fulfilment (Conway & Briner, 2009). This neglect is a limitation highlighted in a 
recent study by Delobbe et al. (2015), whose research demonstrated the role 
employee obligations play in shaping first socialisation and subsequently perceptions 
of employer obligations and fulfilment. Future research is recommended to include 
both ER and EE fulfilment in newcomer PC research and to avoid global measures of 
fulfilment that do not distinguish between ER and EE fulfilment. 
This study contributes support to the theoretical principles underlying the PC, 
being social exchange and its two key features of mutuality and balance. Contract 
fulfilment was consistently demonstrated to have greater relative importance on PC 
than any other factor investigated. This supports other research suggesting 
employees prioritise balance over content in their PCs (e.g. Payne et al., 2015), by 
indicating fulfilment perceptions overshadow the knowledge and information 
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achieved through organisational socialisation with regards to their importance for 
contract development. Future research into the development of PCs should consider 
carefully how both contract development and contract antecedents are measured. In 
particular, careful choice of content-based or feature-based PC measures should be 
made to ensure that the requirement for equity in value exchange is appropriately 
considered within research questions focused on PC development. 
 The evidence found in this study for relative temporal differences among the 
socialisation factors informing newcomer PCs argues clearly for consideration of the 
PC as a dynamic process that requires study within its social context. Calls for 
consideration of social context when investigating the PC are not new (e.g. Conway 
& Briner, 2009; Ho, 2005). However, this study offers additional evidence that social 
context factors may themselves be dynamic in both their presence and influence onto 
PC development. Future research is recommended to adopt approaches that allow 
consideration of the temporal characteristics of social context, for example the use of 
longitudinal and mixed-method designs. Similarly, the findings of this study add to 
and bolster existing research evidence of the theoretical advantages gained from 
integrating PC and organisational socialisation literatures (Bauer & Erdogan, 2011; 
Tomprou & Nikolau, 2011). 
Another implication from this study is that organisational socialisation factors 
may have limited timeframes within which they influence newcomer PC 
development in meaningful ways. This study has found different elements of 
organisational knowledge—where knowledge is the proposed outcome of 
organisational socialisation and a measure of newcomer adjustment (Cooper-Thomas 
& Anderson, 2006)—make different contributions to the PC, in terms of their 
relative importance over time and the side of the contract to which they contribute 
(employer or employee obligations). There exists confusion in the PC literature with 
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regards the timeframes against which newcomer contracts become established and 
their schema somewhat stabilised (Svensson and Wolvén, 2010). This study’s 
findings suggest that instead of seeking time-based stages of socialisation around 
which to structure research study designs, future research might benefit from 
structuring research designs around adjustment-based rather than more arbitrary 
tenure-based timeframes. Rollag (2004) offers an example of an adjustment-based 
measure, being ‘relative tenure’ based on the concept that ‘individual job tenure has 
primary meaning relative to the tenure of other members’ (p. 854). This would 
remove variation that could otherwise be attributed to individual differences in speed 
of adjustment and socialisation success. Further, there may be value in investigating 
contract development not just in terms of newcomer adjustment, but also by area of 
newcomer adjustment. For example, the differences this study found in socialisation 
factors with more transactional than socio-emotional features indicate a global 
approach to the role of organisational socialisation in contract development may not 
be sufficient. Investigations at a knowledge-domain level may be more appropriate. 
Practical implications of this study include identification of the important role 
that socialisation practices play in shaping newcomer PC development. While 
previous research has acknowledged this (e.g. Thomas & Anderson, 1998), this study 
emphasises that adopting a global approach to socialisation that aims simply to 
achieve general newcomer adjustment, may not be sufficient for organisations 
seeking to actively shape newcomer PCs. Instead, organisations should consider the 
PC obligations they would like to encourage in newcomers, and select appropriate 
socialisation tactics and information-seeking behaviours to encourage these. Future 
research is required to better understand which socialisation actions might best 
achieve targeted PC obligations.  
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Finally, this study offers evidence that employees play an interactive role in 
shaping their PCs. While an interactionist perspective abounds in organisational 
socialisation literature (Saks & Gruman, 2011) it is not yet explicit in PC literature, 
with most research considering PC development through the passive or reactive 
responses of individuals to organisational actions and events. This study’s findings of 
the importance of employee obligation fulfilment to newcomer PCs—both ER and 
EE halves—underline the potential for proactive and conscious employee behaviours 
in directing development of their PCs. Practitioners seeking to actively shape the 
nature of newcomer PCs would be wise to consider socialisation strategies that 
engage and facilitate employees in activities and social networks to co-create 
mutually desired PCs.  
6.4.2 Limitations and research suggestions 
A number of limitations are present in the current study. Methodological 
design allowed for multi-group analyses to consider variations in early and latter 
socialisation. However, this design was not repeated-measures and could not control 
for sample characteristics. Future research might employ a repeated-measures design 
to allow deeper investigation of temporal differences in the relative importance of 
socialisation to newcomer PC development.  
The criteria for early and latter socialisation in this study were not strict. It 
was a deliberate design choice not to employ time-based stage measures of 
socialisation, as there is limited evidence for their effectiveness and limited clarity on 
time periods that reflect stages (Ashforth et al., 2007). However, this potentially 
confused sample characteristics and diminished the ability of this study to find 
significant differences between groups. Future research might consider two 
alternative approaches. First, employ stricter criteria for the timeframes that delineate 
early from latter socialisation. Second, consider differentiating early and latter 
NEWCOMER PSYCHOLOGICAL CONTRACTS 251 
 
socialisation not by a quantifiable measure such as time, but by feature-measures 
such as level of newcomer adjustment.  
A similar limitation of this study was the choice to differentiate organisation-
focused and referent-focused categories of socialisation. While based on an 
articulated rationale, the practical ability to separate organisational agents from 
social referents meant that these categories were not exclusive. Many socialisation 
agents can be both contract-makers and social network influences (Rousseau, 1995). 
To properly explore these categories requires more restrictive criteria for factor 
allocation, and corresponding measurement, than this study achieved. 
Other methodological limitations to this study included the achieved sample 
size for Sample 3, and the inability to employ control variables. Despite efforts 
described in Chapter 2, sample size in Sample 3 could not be improved and 
demographic information was unavailable for Samples 2 and 3. Future research 
should require greater sample sizes to improve analysis reliability and interpretation. 
Similarly, future research may consider using control variables as stage of career, 
age, and gender, which may carry a temporal influence to PC development. Future 
research might also control for the influence of attrition across samples, to validate 
the finding of differences between studies is indeed due to variable relationships and 
not to systematic sample differences due to respondent drop-out. 
This study focused on experiences of organisational socialisation and contract 
fulfilment. The latter was measured as a continuous variable, with lower scores 
indicative of lack of fulfilment. While this measurement choice was not necessarily a 
limitation of this study, future research might additionally include measures of 
breach alongside measures of fulfilment when investigating newcomer contract 
development. The content validity of contract fulfilment measures has been 
questioned in the literature (Colquitt, Baer, Long, & Halvorsen-Ganepola, 2014), and 
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there are literature inconsistencies in the conceptualisation of fulfilment and breach 
as ends of a continuum or separate dimensions—with existing practices centred on 
the former but strong evidence for the latter (Lambert et al., 2003; Vantilborgh et al. 
2013a). Future research might measure fulfilment and breach concurrently to 
understand their different contributions to newcomer PC development. 
Differences in relative importance of socialisation factors onto PC 
development were established in this research at the domain level of ER and EE 
obligations. To further understand the nature of importance of each factor, future 
research might consider investigating relative contributions at the dimensional level 
of ER and EE obligations. The observation in this study of differences in 
socialisation factor association between transactional and socio-emotional 
obligations may mean that investigations at the contract dimension levels—which 
reflect various transactional and relational content areas of the contract—yield 
additional insights to PC development. 
Finally, this research found fulfilment experiences to be of consistently 
greater importance to newcomer PC development relative to organisational 
socialisation factors. The influence of organisational socialisation factors also 
appeared to somewhat reduce in latter socialisation compared to their relative 
contributions in early socialisation. Future research might consider exploring 
organisational socialisation factors as a temporal context influence to the relationship 
between contract fulfilment and PC obligations at entry. For example, recent 
discussions in organisational socialisation literature around the role of social capital 
and networks onto the ability of newcomers to achieve learning and adjustment 
(e.g. Fang et al., 2011) might inform a theory of PC development where degree of 
social assimilation moderates the relationship between contract fulfilment and 
obligation content. 
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6.4.3 Conclusion 
This chapter integrated and explored the relative and temporal differences 
between various socialisation factors, with regards their importance in newcomer PC 
development. Support was found for the existence of relative differences, with 
contract fulfilment demonstrating a consistently greater relative influence to 
newcomer contracts than most organisational socialisation factors. Temporal 
differences were also evidenced, with contract fulfilment retaining a relatively strong 
influence between early and latter socialisation periods while the relative influence 
of organisational socialisation factors decreased. Differences were noted between the 
developments of ER versus EE obligations. This study contributes to the extant 
literature by emphasising the dynamic nature of both newcomer PCs and the factors 
shaping their development, and highlighting differences between ER and EE 
obligation content and fulfilment. It is recommended that future research remain 
considerate of both the social context in which PCs operate and the temporal context 
in which socialisation factors operate.  
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Chapter 7: PC Fulfilment and Obligation Development: 
Exploring the Moderating Potential of Social Accounts 
7.1 Introduction 
Managers commonly question how to establish and maintain healthy 
productive relationships with their employees. The PC was proposed nearly three 
decades ago as a framework to answer this question. It quickly became a popular 
construct to explain the mechanisms of employment relationship breakdown. More 
recently, the PC literature has also proposed tactically oriented applications of the 
framework that aim to avoid relationship breakdown altogether. One such 
application involves social accounts as a mechanism for retaining trust in the terms 
of the employment relationship, following situations where the PC cannot be or is 
not upheld by the employer. Building on findings from the previous chapter, which 
demonstrated fulfilment as a primary factor in PC development, this chapter explores 
the moderating role of social accounts between PC fulfilment and obligation change. 
Understanding the potential for social accounts to moderate PC experiences offers 
managers practical strategies for establishing and maintaining productive 
employment relationships with their employees. 
Research Question 7: Is there an association between employer PC fulfilment 
and either employer obligation development or employee obligation development? If 
so, are these relationships moderated by social accounts? 
 
7.1.1 Maintaining PC Equity with Employer Fulfilment 
Chapter 1 presented contract fulfilment as a critical mechanism for 
understanding the PC, because of its complex role as both an antecedent and 
consequence of PC development (Conway & Briner, 2009; Rousseau, 2011; 
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Vantilborgh, 2015; refer Section 1.4.3.1). PCs are dynamic and fluid, continuing to 
adjust in response to experiences throughout the contract life (Lester et al., 2007). 
This dynamic nature is explained by social exchange and equity theories 
underpinning the construct, which state the delivered value of exchanges must 
remain equitable for each party within the exchange (Adams, 1963; 1965; 
Blau, 1964). A key way in which employees ensure ongoing equity is via the 
evaluation and maintenance of balance in response to experiences of contract 
fulfilment. 
A balanced PC is one in which both the employer and employee are 
perceived to have committed a similar level of obligation to the relationship 
(Payne et al., 2015). For example, both parties have offered high levels of obligation, 
or both have offered low. Balance in PC commitment level is different to and distinct 
from agreement in PC content, as Herriot et al. (1997) evidenced. Their study into 
PC content demonstrated that despite agreement between parties as to the content of 
a PC, different perceptions of balance were a continual danger to the exchange 
relationship depending on daily experiences of fulfilment. A contract becomes 
imbalanced when obligation levels are perceived to differ between parties, leaving 
one side under- or over-obligated in comparison to the other. Cassar et al. (2016) 
defined exchange imbalance as “the belief that what one gives to the organization is 
more than what one receives from the organization” (p. 569). Imbalance can exist 
due to a range of factors, including a lack of fulfilment by one party or 
misunderstanding between parties regarding an obligation (Payne et al., 2015).  
By the norm of reciprocity (Gouldner, 1960), where imbalance exists the 
employee is prompted to reciprocate in kind for the purposes of restoring balance to 
the relationship. This focus on ‘in kind’ reciprocation is emphasised by definitions of 
reciprocity in PC literature, such as Rousseau’s (2011, p. 201), which defines 
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reciprocity as “the degree to which the exchange parties report commensurate 
obligations”. Reciprocation may be delivery of employee obligations in response to 
employer obligation fulfilment, or a reduction in employee obligation in response to 
a perceived lack of employer fulfilment. Either way, the employee seeks to realign 
PC terms such that obligations—and thus equity—are rebalanced within the 
exchange (Turnley et al. 2003). While evidence for the norm of reciprocity within 
the PC exists (e.g. Coyle-Shapiro & Kessler, 2002; Shore & Barksdale, 1998), it has 
been criticised for achieving only small effects (Conway & Briner, 2009)—perhaps 
due to the norm of reciprocity’s reliance upon ‘in kind’ obligation fulfilment to 
trigger the reciprocation process. An alternative view of the drivers of PC obligation 
development proposes, in line with equity theory (Adams, 1063; 1965), the extent to 
which the PC obligation levels are balanced may be a stronger determinant of PC 
outcomes than the extent to which obligations are fulfilled (Shore et al., 2004). 
Longitudinal studies of PC have suggested that over time employees 
prioritise balance over content fulfilment and will proactively ensure PC balance is 
retained (Hattori & Morinaga, 2011). Robinson et al. (1994) followed MBA alumni 
over their first two years of employment, observing that employees came to perceive 
their employer owed them more while they owed less within the exchange. Failure 
on behalf of the employer to fulfil obligations was shown to be significantly 
associated with a decrease in some types of employee obligation. Interestingly, these 
types of obligation were not exclusively matched ‘in kind’. In another study, Payne 
and colleagues (2015) followed newcomers across their first year to observe that 
employer failure to fulfil obligations was associated with a perceived decrease in 
balance. The response of employees to low employer fulfilment was not merely to 
reduce their reciprocated commitments, but to also reduce the employer’s perceived 
commitments such that the reality of their experience retained balance. These studies 
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illustrate the role of PC fulfilment as a determinant not merely of obligation 
reciprocation, but of equity rebalancing within the exchange relationship.  
Research into the relationship between past contract fulfilment and future 
contract expectations provides further insight to the role of employer fulfilment in 
maintaining PC equity. Using newcomer employees, De Vos et al. (2003) 
demonstrated a reciprocal adaptation process where newcomers interpreted 
promissory obligations based on encountered fulfilment experiences, and adapted 
their understanding of future obligation expectations accordingly. This finding was 
evidenced for the adaptation of both employer and employee obligations in response 
to fulfilment experiences. Bankins (2015) also proposed and successfully tested a 
similar adaptive remediation model in the context of PC breach experiences. Other 
researchers have likewise theorised and evidenced that experience of past contract 
fulfilment or breach encourages future commitments which reflect balance and 
ensure PC equity is maintained (e.g. Bal, Jansen, Van der Velde, Lange, & Rousseau, 
2010; Claes, 2005; Guest & Conway, 2002; Rousseau, 1995). As outlined in Chapter 
6, findings of this study further contributed to this body of literature, by identifying 
fulfilment as the most important relative developmental factor (of those tested) to PC 
obligations. Specifically, employer fulfilment (ER fulfilment) was found to be of 
prime importance to both employer and employee obligations. 
Given the critical role fulfilment plays in shaping PC obligations, further 
exploration of this relationship is now warranted in order to facilitate its practical 
application. To date, most research has approached this relationship from a 
perspective of generic PC development, or from a type-level assessment. For 
example, Robinson et al. (1994) delineated their results by relational and 
transactional obligation types, while Payne et al. (2015) used latent profile analyses 
to determine four contract type by which they then analysed data. While these 
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approaches add much to the literature’s theoretical conceptualisation of the PC, they 
are limited in their immediate practical application because they require the 
practitioner to pre-identify contract type before they can effectively manage the 
reaction of employees to fulfilment experiences. Understanding the influence of 
fulfilment onto more specific feature-based elements of the PC, such as the 
dimensional currency level rather than the higher-order type level, furthers our 
theoretical understanding of the construct by identifying which other factors play a 
moderating roles and under what circumstances they might do so. It may also better 
assist practical management of the PC. 
This thesis seeks to contribute to the literature by exploring the relationship 
between ER fulfilment and PC obligations at the dimensional content level for each 
of employer and employee obligations. Further, this relationship will be explored 
through two lenses. Firstly, a lens of direct association between ER fulfilment and 
PC obligation dimension, which offers insight to which PC dimensions are informed 
by ER fulfilment. Secondly, a lens of change, which explores the relationship 
between perceived change in level of PC fulfilment and corresponding change in PC 
obligation dimension. This lens offers insight as to which PC dimensions the 
employee is prompted to reinstate balance to following change in fulfilment. In line 
with previous research presented above, the following two hypotheses are drawn: 
Hypothesis 13: ER fulfilment will be associated with each of the PC 
obligation dimensions, for both employer and employee obligations. 
Hypothesis 14: Change in ER fulfilment perceptions will be associated with 
change in each of the PC obligation dimensions, for both employer and employee 
obligations. 
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7.1.2 Managing Contract Experiences with Social Accounts. 
The practical management of PCs in the workplace present a unique 
challenge to managers. As discussed at length in Section 1.3.2.2 the PC is held at the 
individual level, and experiences of and changes to the PC occur inside the mind of 
the employee (Rousseau, 1998; Robinson & Rousseau, 1994). The manager thus has 
little direct control over PC content and must work instead to indirectly shape PCs by 
facilitating the employee’s interpretation of exchange relationship experiences. One 
mechanism by which it has been suggested managers may do this, is through the use 
of social accounts (Lester et al., 2007; Turnley et al., 2003; Rousseau & Tijoriwala, 
1999). 
Defined as publicly communicated explanations given for managerial actions 
and decisions, social accounts aim to address justice issues that arise when change 
occurs, thus reducing perceptions of negativity and increasing acceptability of the 
changed situation (Lee & Robinson, 2000; Sitkin & Bies, 1993). A failure by the 
employer to uphold promised obligations or a change in perception of ER fulfilment 
over time, both constitute change to the promised terms of the PC and raise the 
likelihood of the employee perceiving contract imbalance. Social accounts provide 
employees with a framework from which to cognitively restructure and interpret the 
reasons why an employer might undertake or impose such change to the PC 
(Rousseau & Tijoriwala, 1999; Turnley et al., 2003). This interpretation in turn may 
inform the employee’s assessment of imbalance and requirement for PC obligation 
change. 
Social accounts literature identifies various types of social accounts 
(described in section 1.4.3.3). It is not the type of social account, however, but the 
account’s credibility and perceived adequacy that has been shown to influence PCs 
(Lester et al., 2007; Rousseau & Tijoriwala, 1999). This is posited to be due to 
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relationships between social account credibility, perceptions of fairness, and 
relational trust within the employment exchange. Trust is a requirement and 
omnipotent presence within the PC, as the very premise of a PC is promissory future-
based obligations (Rousseau, 1995). An antecedent to perceptions of trust is 
perceptions of PC fairness (Blancero et al., 2009). A lack of ER fulfilment without 
adequate explanation or account will therefore, in most cases, erode perceptions of 
justice, which in turn erode employee trust in this future-based exchange. This may 
prompt a corresponding downward change in PC obligations as the employee 
reinstates balance to the exchange, or an interpretation of the lack of anticipated 
fulfilment as a psychological contract breach (Morrison & Robinson, 1997; Zhao 
et al., 2007). When the employee perceives that the organisation has deliberately 
reneged on an obligation or treated them unfairly, they are even more likely to 
perceive breach or to experience feelings of PC violation in response to low 
fulfilment experiences (Bal, De Lange, Jansen, & Van der Velde, 2008; Robinson & 
Morrison, 2000).  
Most organisational actions leading to perceived breach involve an 
organisational justice issue (Pate, 2006). Explanations are known to have a strong 
effect on both justice perceptions and response to organisational events (Shaw, Wild, 
& Colquitt, 2003). As social accounts seek to address justice issues, it follows that 
social accounts that successfully maintain, build, or repair relational trust may 
moderate the employee’s interpretation of various fulfilment experiences as instances 
of either imbalance or breach and thus moderate related obligation change. Support 
for this suggestion comes from social accounts literature, which conceptualises social 
accounts as a key leadership rhetoric for building employee trust (Frey & Cobb, 
2010) and evidences the construct’s ability not only to maintain trust but to also 
repair trust and perceptions of justice following violation (Beugre, 2011; Kim et al., 
NEWCOMER PSYCHOLOGICAL CONTRACTS 261 
 
2004; Sayers et al., 2011). The PC literature also offers support for a role of social 
accounts in PC development, via a study by Lester et al. (2007). 
Lester and colleagues (2007) proposed and tested a mediated model in which 
PC type influenced the employee’s perceptions of the adequacy of social accounts, 
which together with PC fulfilment mediated PC type change. The authors tested and 
found support for their model, claiming social accounts played a mediating role on 
the development of PC type over time. A notable limitation of this study, however, 
was the researchers’ choice to ask participants to self-select into PC types based on 
category descriptions of Rousseau’s relational, balanced, transactional, and 
transitional PC types (Rousseau, 1995; 2000; refer also Section 1.3.3), but to proceed 
with analysis only of the relational and transitional groups on the argument that these 
contained the majority (89%) of data and were more clearly divergent views of 
contract type. The claim that social accounts mediated development of PC types is 
thus arguably generous, when only two types were included for analysis. Further, as 
discussed in Section 1.3.3, transitional PCs typify a breakdown in the exchange 
agreement and an absence of exchange obligations (Rousseau & Wade-Benzoni, 
1994), and are not conceptualised as a permanent or enduring contract trait 
(Rousseau, 1995). The role of perceived justice, to which social accounts directly 
speak, is particularly strong in shaping PCs during times of organisational change 
(Korsgaard et al., 2002)—during which transitional contracts are proposed to be 
prevalent (Rousseau, 1995). The usefulness of including and comparing transitional 
contracts with relational contracts is thus questionable and potentially biased towards 
finding support for a mediated role of social accounts.  
Despite these noted limitations, Lester et al.’s (2007) study nevertheless 
demonstrated empirically derived associations between the constructs of social 
accounts, PC fulfilment, and PC obligations. This lends support to the potential 
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application of social accounts to PC development. It is somewhat surprising then, 
that beyond Lester et al.’s study, social accounts have not been further investigated 
within PC development literature. Given the PC is held and interpreted by the 
individual, social accounts—something organisations directly and consciously 
influence—have substantial applied possibilities when considering practical 
management techniques for the PC. Additionally, a growing body of research 
emphasises the roles of social exchange and leader-member trust in managing both 
PC experiences and obligation development (e.g. Blancero et al., 2009; Henderson et 
al., 2008; Stoner, Gallagher, & Stoner, 2011). Yet so far as was found, no other 
studies have directly and empirically investigated the potential role of social 
accounts in PC development. Indeed, only one other study was found in which the 
two constructs appeared together at all. This was Rousseau and Tijoriwala’s (1999) 
study exploring the adequacy of social accounts provided to nurses as explanation for 
organisational changes. While the authors hypothesised and found some support for 
the role of PC type in guiding perceptions of social account legitimacy, the study 
offers limited insight to the process of PC development beyond recognition that the 
constructs are associated. 
This thesis will contribute to the PC literature by directly exploring the 
potential role of social accounts within PC development, at a dimensional obligation 
level. Lester et al.’s (2007) finding that social accounts and ER fulfilment both 
mediated PC type change is integrated with research evidencing ER fulfilment as a 
primary development factor to PC obligations (e.g. Bal et al., 2010[2]; De Vos et al., 
2003; Guest & Conway, 2002; refer also to findings outlined in Chapter 6), to 
propose a moderating role of social accounts between ER fulfilment and PC 
obligation development. Positioning social accounts as a moderator stems from 
consistent findings in social accounts literature about the ability of social accounts to 
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moderate perceptions of injustice and retention of trust within an exchange (e.g. 
Beugre, 2011; Frey & Cobb, 2010; Sayers et al., 2011).  
The potential role of social accounts as a moderator between ER fulfilment 
and PC development will be explored using two methodological designs: a between-
subjects cross-sectional design, which will offer insight to the moderator role for 
each dimension of the PC, and a within-subjects two-wave design, which will offer 
insight to the moderator role in the context of change across time in each PC 
dimension. This dual-method approach was deemed important to understand both the 
general role of social accounts in PC development, and their role in moderating 
responses to changes in fulfilment experience.  The moderation models to be tested 
are presented in Figure 7.1. Assuming the earlier hypothesised relationships between 
ER fulfilment and obligation change are upheld as stated in Hypotheses 13 and 14, 
the moderating potential of social accounts within PC development will be explored 
via two additional hypotheses:  
Hypothesis 15: Social accounts will moderate the relationship between ER 
Fulfilment and each of the PC obligation dimensions.  
Hypothesis 16: Social accounts will moderate the relationship between 
change in ER Fulfilment perceptions and change in each of the PC obligation 
dimensions. 
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Figure 7.1. Conceptual simple moderation models for a between-subjects design (A) 
and a within-subjects design (B), in which the effect of ER fulfilment/∆ER fulfilment 
on ER/∆ER and EE/∆EE obligation dimensions is moderated by social accounts. 
 
 
 
7.2 Method 
7.2.1 Participants and Procedure. 
The data collection and screening procedures were described in Section 2.3. 
This chapter employed Samples 1 and 2 for use in two methodological designs: a 
between-subjects design and a repeated-subjects design. The between-subjects 
design employed 114 participants from Sample 2. These employees represented four 
different companies; no additional demographic data were available to report for 
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reasons outlined in Section 2.3.1.3. The repeated-subjects design employed 96 
participants (49 male, 47 female) whose data could be linked between Samples 1 and 
2. Participants represented eight different companies and all age range categories.  
7.2.2 Measures. 
Employer obligations (ER-Obligations), employee obligations 
(EE-Obligations), employer fulfilment (ER-Fulfilment), and employee fulfilment 
(EE-Fulfilment) were measured using the PCI (Rousseau, 2000). The PCI was 
described in Section 2.3.2.1 and validated in Chapter 4 for use with this study’s data. 
For the repeated-measures design, change in employer obligation (∆ER-Obligation) , 
change in employee obligation (∆EE-Obligation), change in employer fulfilment 
(∆ER-Fulfilment), and change in employer fulfilment (∆EE-Fulfilment) were 
measured by taking the difference in relevant scores between Samples 1 and 2. 
Social Accounts were measured using Lester et al.’s (2007) four-item scale, which is 
described in Section 2.3.2.4.  This is a general measure of the perceived adequacy of 
social accounts, based on original work by Shapiro (1991) and Niehoff and 
Moorman (1993). 
7.2.3 Planned analyses. 
Simple moderation models were tested using two design approaches: a 
repeated-subjects and a between-subjects design. This dual design approach of both 
cross-sectional and longitudinal analyses allowed simultaneous investigation of the 
variables from a snapshot perspective of the simple time-static relationship between 
variables (between-subjects) and a temporal perspective focused on change over time 
in the variables under investigation (repeated-subjects). This dual-design was chosen 
to allow exploration of both the general role of social accounts in PC development 
(between-subjects), and their moderating role under circumstances where fulfilment 
experience changed (repeated-subjects). Moderation analysis was selected for its 
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ability to investigate under what circumstances fulfilment exerted an influence on the 
content of the PC (Aiken & West, 1991).  
PROCESS (Hayes, 2013) was chosen for conducting the moderation analyses 
for its ability to estimate a simple path analysis-based moderation model using 
mean-centred variables, its employment of the Johnson-Neyman technique which 
identifies the extended range of an effect, and its production of graphical outputs 
describing the interactions. Mean centring is recommended for ease of correct 
interpretation (Dalal & Zickar, 2012; Hayes, 2013). The Johnson-Neyman method 
allows identification of the regions of significance for any interactions found, an 
advantage over the traditional simple slopes analysis for probing interactions which 
employs arbitrarily selected interaction points (Preacher, Curran, & Bauer, 2006). 
Graphical outputs are recommended for their ability to assist communication of 
results (Hayes, 2012). 
7.3 Results 
As shown in Table 7.1, in the between-subjects analysis employees who 
perceived higher levels of ER-Fulfilment also perceived higher levels of 
ER-Obligations to support the exchange relationship and the employee’s 
performance and career (r > .50, p < .01 for ER-Obligation factors Stable, Loyal, 
Internal Career, External Career, and Performance; negative associations with 
Narrow and Short). Associations between levels of ER-Fulfilment and perceived 
levels of EE-Obligations were weaker (all r < .35) but nevertheless significant and in 
the same directions, with the exception of the EE-Obligation dimension External 
Career which showed no association. Social Accounts showed a similar pattern of 
association with both ER-Obligations and EE-Obligations to that of ER-Fulfilment. 
These findings largely support Hypothesis 13. 
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For the within-subjects sample, as shown in Table 7.2, employees who 
perceived a positive change over time in ER-Fulfilment reported a corresponding 
positive change in ER-Obligations to support the exchange relationship, employee 
performance and internal career (r > .49, p < .01 for ER-Obligation dimensions of 
Stable, Loyal, Internal Career, and Performance). The associations between 
∆ER-Fulfilment and the ∆ER-Obligation dimensions of External Career, Narrow, 
and Short were weaker. In contrast, ∆ER-Fulfilment was not associated with any 
∆EE-Obligation with the exception of the ∆EE-Obligation dimension Stable (r = .47, 
p < .01) and a weak association with Internal Career (r = .27, p < .01). The only 
notable associations found between Social Accounts and either ∆ER-Obligations or 
∆EE-Obligations were weak ones relating to the ER-Obligation dimensions Stable, 
Loyal, Internal Career, and Performance. These findings support Hypothesis 14 for 
the employer half of the PC but not the employee half, as the hypothesised 
relationship existed between ∆ER-Fulfilment and ∆ER-Obligation dimensions but 
not for ∆EE-Obligation dimensions. 
For both the between- and within-subjects designs, there were only relatively 
weak or non-existent relationships between ER-Obligations and EE-Obligations, and 
between ∆ER-Obligations and ∆EE-Obligations. Only EE-Obligation Stable and 
∆EE-Obligation Stable indicated any meaningful association (r > .40) with any 
ER-Obligation or ∆ER-Obligation dimension. This was not hypothesised, but does 
support findings from the previous Chapters 5 and 6 suggesting that the two halves 
of the PC, ER-Obligations and EE-Obligations, may develop differently in response 
to various socialisation factors.  
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Regression-based path analysis was used to test the hypothesised model of 
the social-accounts moderated influence of ER-Fulfilment onto ER-Obligations and 
EE-Obligations, and of ∆ER-Fulfilment onto ∆ER-Obligations and ∆EE-Obligations, 
depicted in Figure 7.1. This model is presented in Figure 7.2 in path diagram form. 
The main and interaction effects of Social Accounts on the relationships between 
ER-Fulfilment and both ER-Obligations and EE-Obligations, and ∆ER-Obligations 
and ∆EE-Obligations, were examined for each of the seven obligation dimensions. 
Multiple independent tests of related hypotheses are subject to family-wise error rate, 
which describes increases in the likelihood of committing a Type-I error within a 
tested family of hypotheses (Cohen et al., 2003). To control for family-wise error, a 
False Discovery Rate (FDR) criterion was applied to the analyses (Benjamini & 
Hochberg, 1995; 2000). The FDR is an adaptive step-wise controlling procedure, 
meaning its criterion level adapts in response to the number of independent tests 
conducted (Benjamini & Hochberg, 2000). It thus retains optimal power throughout 
the analysis, and was chosen for this advantage over other classical multiple 
comparison procedures. Results of the between-subjects design are presented in 
Table 7.3 and results of the within-subjects design in Table 7.4. The first two 
columns indicate the test order and corresponding FDR criteria applied to each test. 
In determining test order, preference was given first to exploration of ER-Obligations 
and then to EE-Obligations. Within these obligation sets, preference was given first 
to obligation dimensions at the relational end of the relational-transactional 
continuum (refer Section 1.3.3). 
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Figure 7.2. The conceptual model in Figure 7.1 represented as a path model and 
visualisation of the three least squares regressions estimated for each obligation 
dimension in the between-subjects design (A) and the within-subjects design (B), and 
reported in Tables 7.3 and 7.4 respectively.
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Interaction effect sizes and significance levels were inspected for the 
between-subjects sample models, indicated in Table 7.3 by Interaction R2 as a 
proportion of Model R2, and by Interaction p respectively. Results identified six 
models where the effect size was interpreted as meaningful and deserving of further 
exploration. Three of these models involved ER-Obligation dimensions: Stable with 
an interaction explaining 12% of the overall 42% variance explained by the model 
(ß = .159, p < .001); External-career with an interaction explaining 22% of the 
model’s 32% variance (ß = .204, p = .007); and Narrow which found an interaction 
effect explaining 44% of the 13% variance explained by the model (ß = -.163, 
p < .024).  
The other three models involved EE-Obligation dimensions. The first of 
these, Internal Career, had an interaction effect explaining 34% of the 17% variance 
explained by the model (ß = .138, p = .002). The second EE-Obligation dimension of 
Loyal approached a significant interaction effect (ß = .129, p = .022 against 
ןFDR .021) and explained 45% of the 10% variance explained by the model. The 
final EE-Obligation model was Performance, which while neither the model 
(p < .027) nor the interaction (ß = .109, p < .101) achieved significance, the 
interaction effect explained nearly half of the model’s variance (46% of the 9% 
overall model variance) and was thus included for further exploration.  
These six models together represented six of the seven obligation dimensions 
measured. These findings support Hypothesis 15, which anticipated Social Accounts 
would moderate the relationship between ER-Fulfilment and all obligation 
dimensions. Further, three of the models concerned ER-Obligation dimensions and 
three concerned EE-Obligation dimensions — and importantly, these dimensions 
were different for ER-Obligations versus EE-Obligations. While no moderation 
effect difference between ER-Obligations and EE-Obligations was hypothesised, this 
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unanticipated finding holds theoretical implications that will be addressed in the 
Discussion. 
In addition to the interaction effects found in the between-subjects sample, 
significant main effects for ER Fulfilment were found supporting a direct 
relationship with the ER-Obligation dimensions of Loyal, Internal Career, and 
Performance. Significant main effects were also found for Social accounts 
supporting a direct relationship with ER obligations Loyal, Performance, and Short. 
No significant main effects were found for any of the EE obligation models. These 
findings provide some support for Hypothesis 13, by demonstrating associations 
between ER-Fulfilment and ER-Obligation dimensions. 
The results of the within-subjects sample, presented in Table 7.4, revealed no 
significant interaction effects. Effect sizes were small for all models except the 
∆EE-Obligation dimension Performance, in which the interaction effect explained 
nearly a third of the overall model variance (31% of 9%; ß = .109, p < .101). It was 
decided to include this model for further exploration to better understand the 
interaction. In the absence of other interaction effects, main effects were inspected. 
Significant main effects were found for ∆ER-Fulfilment onto all ∆ER-Obligation 
dimensions with the exception of Short, plus the ∆EE-Obligation dimension of 
Loyal. This finding lends support to Hypothesis 14 for the employer half of the PC 
but does not support the hypothesis for the EE half of the PC, as while associations 
existed between ∆ER-Fulfilment and ∆ER-Obligations they largely did not exist 
between ∆ER-Fulfilment and ∆EE-Obligations. Overall, these findings provide no 
support for a moderating role of Social Accounts between ∆ER-Fulfilment and either 
∆ER-Obligations or ∆EE-Obligations, which means Hypothesis 16 was not 
supported.  
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To investigate the nature of those interactions determined as potentially 
meaningful, the interactions were plotted. Figures 7.3 to 7.9(A) plot the effect on the 
dependent variable conditional upon the values of Social Accounts and 
ER-Fulfilment. Interactions were formally probed using the Johnson-Neyman 
technique (Bauer & Curran, 2005; Hayes & Matthes, 2009). This technique 
determines the statistical regions for which the effect of the dependent variable 
conditional upon the value of Social Accounts and ER-Fulfilment, on the outcome 
PC dimension is significant. As such, it affords more specific identification and 
refined understanding of the exact nature of the interaction than techniques relying 
upon arbitrary points (Preacher et al., 2006). Figures 7.3 to 7.9(B) plot the 
conditional effects (solid line) of ER fulfilment on each relevant outcome variable 
across the distribution of social accounts. Additionally, the 95% confidence interval 
bounds (dashed lines) for the conditional effect are shown. Regions of significance 
are defined by those points at which the confidence interval is wholly above or below 
zero (Hayes & Matthes, 2009). In Figures 7.3 to 7.9(B), the mean-centred values of 
Social Accounts have been rescaled to reflect the original scale of 1 = not at all to 
5 = to a great extent, for greater ease of interpretation. Rescaled scores were obtained 
by adding the mean score to the raw score for each model. 
As can be seen in Figure 7.3, when Social Accounts are greater than 2.42 
(raw score -0.92 + mean 3.34 = 2.42) the effect of ER-Fulfilment was statistically 
positive and different from zero. When Social Accounts were less than this, there 
was no evidence of an association between ER-Fulfilment and the ER-Obligation 
dimension Stable. Figures 7.4 shows that a similar pattern was found for 
ER-Obligations dimension External Career, with statistically significant effects 
found when participants obtained a Social Accounts score greater than 2.39 (raw 
score -0.95 + mean 3.34 = 2.39). Figure 7.5 shows that for ER-Obligation dimension 
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Narrow, this pattern was different, with significant moderated effects found only for 
Social Account scores higher than 4.9 (raw score 1.50 + mean 3.34 = 4.90). This 
interaction effect, while statistically significant, is insignificant from a practical point 
of view given the item scale range is maximum 5.0.  
For the EE-Obligation dimension of Internal Career, as shown in Figure 7.6, 
when Social Accounts were greater than 3.14 (raw sore -0.20 + mean 3.34 = 3.14) 
the moderation effect was significant. The interaction effect for the EE-Obligation 
dimension Loyal model approached but did not reach overall significance, yet 
Inspection of the Johnson-Neyman regions of significance shown in Figure 7.7 
revealed the moderation effect was significant for Social Account scores greater than 
3.43 (raw score 0.09 + mean 3.34 = 3.43).  No regions of significance were found for 
the EE-Obligation Performance model, suggesting that while the effect size indicated 
this model was worthy of further investigation there was in fact no statistical 
evidence of a moderated effect for this model.  
Finally, Figure 7.9 presents the regions of statistical significance for the 
∆EE-Obligation dimension Performance model, in which the interaction effect 
explained nearly a third of the overall model variance but failed to reach overall 
significance (ß = .109, p < .101). As can be seen in Figure 7.9, where Social 
Accounts scores where greater than 3.44 (raw score 0.07 + mean 3.51 = 3.44), the 
interaction effect was significant. 
In summary, these results support the hypothesised Social Accounts 
moderated relationship between ER-Fulfilment and some obligation dimensions 
(Hypothesis 15), but provided minimal support for a moderated relationship between 
∆ER-Fulfilment and either ∆ER-Obligations or ∆EE-Obligation dimensions 
(Hypothesis 16). 
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Figure 7.3. ER-Obligation dimension Stable as a function of ER-Fulfilment and 
Social Accounts (A) and Johnson-Neyman regions of significance for the conditional 
effect of ER-Fulfilment at values of Social Accounts (B). 
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Figure 7.4. ER-Obligation dimension External Career as a function of ER-Fulfilment 
and Social Accounts (A) and Johnson-Neyman regions of significance for the 
conditional effect of ER-Fulfilment at values of Social Accounts (B). 
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Figure 7.5. ER-Obligation dimension Narrow as a function of ER-Fulfilment and 
Social Accounts (A) and Johnson-Neyman regions of significance for the conditional 
effect of ER-Fulfilment at values of Social Accounts (B). 
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Figure 7.6. EE-Obligation dimension Internal Career as a function of ER-Fulfilment 
and Social Accounts (A) and Johnson-Neyman regions of significance for the 
conditional effect of ER-Fulfilment at values of Social Accounts (B). 
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Figure 7.7. EE-Obligation dimension Loyal as a function of ER-Fulfilment and 
Social Accounts (A) and Johnson-Neyman regions of significance for the conditional 
effect of ER-Fulfilment at values of Social Accounts (B). 
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Figure 7.8. EE-Obligation dimension Performance as a function of ER-Fulfilment 
and Social Accounts. 
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Figure 7.9. ∆EE-Obligation dimension Performance as a function of ∆ER-Fulfilment 
and Social Accounts (A) and Johnson-Neyman regions of significance for the 
conditional effect of ∆ER-Fulfilment at values of Social Accounts (B). 
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7.4 Discussion 
This chapter sought to understand the association between employer PC 
fulfilment and obligation development, and to explore the potential moderating role 
of social accounts onto this relationship. Little is known in the extant literature as to 
the role of employer fulfilment applied at the dimensional level of PC content 
development, while the moderating role of social accounts in PC development has 
not previously been explored. Both lines of research offer insights to theoretical 
understanding and practical management application of the PC. 
The hypothesis that employer fulfilment will be associated with each of the 
PC obligation dimensions was supported for thirteen of the fourteen dimensions 
tested, with stronger associations demonstrated for employer over employee 
obligation dimensions. This finding provides support for PC balance as a primary 
driver of obligation development ahead of reciprocity alone, consistent with 
suggestions in the literature (Conway & Briner, 2009; Shore et al., 2004). 
Reciprocity would have anticipated a shift only, or at least more strongly, in 
employee obligations in response to employer fulfilment. The finding of associations 
between both employer and employee obligations suggest ER fulfilment experiences 
shape the entire PC, not merely one half or selected content dimensions. This finding 
is interpreted as support for the employee’s prioritisation of balance within their 
exchange relationship, in line with previous research evidencing employees adjust 
both employer and employee obligations in order to maintain balanced levels of 
obligation commitment between themselves and their employer (Hattori & 
Morinaga, 2011; Herriot et al., 1997; Payne et al., 2015; Robinson et al., 1994). The 
observation that associations were stronger for ER obligations comparative to 
employee obligations reflects the results presented in Chapter 6, which indicated 
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employer fulfilment was an especially important developmental factor to employer 
obligations. 
The hypothesis that changes in perceptions of employer fulfilment will be 
associated with change in each of the PC obligation dimensions was supported for all 
seven ER dimensions, but for only one employee dimension. This may appear 
inconsistent with PC theory, which informed by social exchange theory would 
predict that employees to change their own obligations in response to changes in the 
employer’s fulfilment of obligations to ensure both parties delivered equitably within 
the exchange (Blau, 1964; Rousseau, 1989; 1995). However, PC theory also posits 
that upon entry employees hold simple schema of employment expectations, which 
they seek to confirm and evolve into more complex and accurate PCs in response to 
employment experiences such as fulfilment (Rousseau, 2011). As such it was 
hypothesised that change in employer fulfilment would prompt change to both 
employer and employee obligations. De Vos et al. (2003) supported this assertion by 
demonstrating a reciprocal adaptation process where in response to fulfilment 
experiences newcomer employees adapted their understanding of future obligations 
to reflect the reality of their new work environment.  
The support found for this study’s hypothesised associations between 
employer fulfilment and obligation development offer the literature additional 
support for the employee’s prioritisation of balance and equity in commitment within 
the PC, over reciprocity and equity in content fulfilment. Moreover, findings suggest 
that employer fulfilment is a consistently important factor in PC obligation 
development, but that this association is likely stronger for employer obligations than 
employee obligations. Further, the conditions under which social accounts moderate 
the relationship between employer fulfilment and PC obligations appears to differ for 
employer versus employee obligations. This highlights differences between 
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employer and employee obligations with regards the mechanisms underpinning their 
development, a theme that has consistently emerged through this thesis and is 
evidenced again in this chapter through the weak and non-existent associations 
between employer and employee obligations, and between change in employer and 
change in employee obligations.   
Considering now the potential moderating role of Social Accounts to the 
established relationship between employer fulfilment and PC obligation change, the 
hypothesis that social accounts would moderate the relationship between employer 
fulfilment and each of the PC obligation dimensions was largely supported, with 
significant and practically meaningful moderation effects demonstrated for four of 
seven obligation dimensions. This is consistent with Lester et al.’s (2007) research 
evidencing predictive relationships between social accounts and employer fulfilment 
onto PC type. However, the moderation effects found in this current study were not 
consistent between employer and employee obligations. Where a moderation effect 
was found for an employer obligation dimension, it was not present for the 
corresponding employee dimension—and vice-a-versa. This suggests the moderating 
effect of social accounts is distinct between employer fulfilment and employer 
obligations compared to between employer fulfilment and employee obligations.  
Specifically, social accounts appear to moderate the relationship when it 
involves employer obligations related to relationship stability, discrete job duties, 
and professional development of the employee, and when it involves employee 
obligations related to loyalty and internal advancement. Interpreting these findings, it 
could be concluded that the adequacy of social accounts is most influential to those 
dimensions that most strongly influence employee trust in the relationship. For 
example, the cited ER dimensions are those that signal consistency, predictability, 
and value to the employee; all of which build trust (Shore et al., 2004[1]; Shore et 
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al., 2009[2]). Similarly, the cited employee obligation dimensions are those that 
signal the employee seeks to remain in the employment relationship; employee trust 
is positively associated with intention to remain (Robinson & Rousseau, 1994). This 
finding and interpretation is consistent with theory and research in the social 
accounts literature, which finds that social accounts moderate perceptions of injustice 
and trust (Frey & Cobb, 2010; Lee & Robinson, 2000; Sayers et al., 2011; Sitkin & 
Bies, 1993). It follows that social accounts would have a greater influence over those 
dimensions of the PC that rely most upon employee trust and perceptions of fair 
treatment, thus explaining this study’s findings. The relative influence of social 
accounts onto certain dimensions over others was not hypothesised in this study, as 
initial focus was given to the qualifying hypothesis that social accounts would 
moderate all dimensions. This finding and its explanation may guide future research 
to postulate on the relative influence and more specific circumstances under which 
social accounts moderate the association between employer fulfilment and PC 
dimensions.  
The hypothesis that social accounts would moderate the relationship between 
change in employer fulfilment perceptions and change in each of the PC obligation 
dimensions was not supported, with the single exception of change in employee 
obligations related to performance expectations. Further, beyond moderation effects, 
only one main effect was found for social accounts and only weak associations 
existed between social accounts and most obligation dimensions. These findings may 
be explained by a possible absence of specific social accounts provided to 
participants around many of the obligation dimensions considered, and thus the 
unavailability of social account adequacy to act as moderator when applied to 
specific obligation dimensions. Social accounts were defined as publicly 
communicated explanations given for managerial-initiated change (Sitkin & Bies, 
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1993), such as a change in employer fulfilment. Social accounts therefore typically 
only occur when the employer consciously provides them, usually linked to a notable 
event. Most of the obligation dimensions measured in this study reflect general 
ongoing experiences of the PC, rather than experience in response to events that 
would require change. As such, social accounts specific to these dimensions may not 
always have been provided or may not have been captured through this study’s 
generalised measure of social accounts. An exception could be argued for those 
employee obligations pertaining to performance, which by nature require the 
employee to adapt to changes—changes that may have prompted the presence of 
social accounts. Therefore, while support for the moderating role of social accounts 
onto the relationship between change in fulfilment perceptions and change in 
obligations was limited in this study, it is recommended the hypotheses be retained 
for future research under which the conditions of social accounts tied to changes in 
fulfilment experience are more explicit. 
7.4.1 Theoretical and practical implications 
A substantial contribution of this thesis is made through exploration of the 
moderating role of social accounts in PC development. This is a line of research that 
has not previously been explored, although previous research had suggested its 
potential value to the literature (e.g. Lester et al., 2007; Rousseau & Tijoriwala, 
1999; Turnley et al., 2003). The finding that social accounts do moderate PC 
development via ER fulfilment is important in itself, as it endorses the construct of 
social accounts as a valid and useful one for researchers exploring theories of PC 
development. Future research is strongly recommended to continue exploration of 
the role of social accounts in both PC development and PC management. 
The findings that the moderating role of social accounts differs by 
dimensional level and by employer/employee obligation hold additional 
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implications. First, it appears social accounts influence those PC obligations most 
reflective of trust. This implies, consistent with social accounts research, that social 
accounts may play a key role in moderating the trust within a PC. From a theoretical 
standpoint, this introduces conditions under which the functioning and development 
processes of a PC may vary. From a practical standpoint, this offers managers a key 
tool by which to consciously manage the PC through the establishment or 
reinstatement of relationship trust. 
The differences found in the moderating role of social accounts also carry 
potential implications for PC measurement. An argument may be drawn for the 
increased use of feature-based rather than content-based measures of PC when 
studying PC development. Specifically, measuring trust as a feature within a PC is 
likely to present researchers with conditions under which the PC may develop 
differently, or may develop in response to different factors. For example, a trust-
based feature measurement would allow researchers to investigate group differences 
in the developmental role of social accounts in ways that content-orientated measures 
alone do not allow.  
The association between employer fulfilment and PC obligations has not 
previously been explored at the dimensional level, although previous research has 
evidenced a relationship at a higher-order type level. Unique contribution is thus 
offered to the literature through this study’s finding of associations between 
employer fulfilment and all PC dimensions measured. This implies the role of 
employer fulfilment is pervasive in obligation development and a prime factor in the 
development of newcomer PCs. Not only does this implication direct researchers to 
focus on the role of employer fulfilment when investigating newcomer PC 
development, it may also deter researchers from focusing only on type differences in 
response to employer fulfilment, because as all type sub-dimensions find a 
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relationship, any nuanced differences may be better explored at the dimensional 
level.  
The presence of employer fulfilment associations with both employer and 
employee obligations suggest PC development is not a straightforward process of 
like-for-like obligation reciprocation, but a more complex process of obligation 
balance and realignment in response to fulfilment experiences. This offers support to 
balance approaches to contract development over reciprocity approaches, 
encouraging future researchers to investigate PC development from a perspective of 
contribution equity within the exchange, not content equity. A practical implication 
also emerges from this insight, encouraging managers to focus less on what they 
offer employees and more on what they deliver to employees. This study’s findings 
suggest that what is done, not what is promised, will play a greater role in shaping 
the employee’s understanding of what to expect and how to reciprocate within their 
employment relationship. 
The finding that change in employer fulfilment was associated only with 
change in employer, and not with employee, obligations lends support to adaptation 
theories of PC development (e.g. De Vos et al., 2003; Bankins, 2015). Further, given 
that associations were found between employer fulfilment and both employer and 
employee obligations, the finding that change over time associations are only present 
for employer obligations suggests that while ER fulfilment is a key influencing factor 
to both, the mechanisms by which employer and employee obligations adapt and 
develop in response to change may be different. This carries two theoretical 
implications. First, employer and employee obligations develop differently. Second, 
PC development processes may be different for PCs within a stable exchange 
experience versus PCs that are subjected to a change in experience. These 
implications open myriad future research possibilities to approach PC development 
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with more targeted and specific assessment of development under different 
conditions. For example: development of the employer half of the PC versus 
employee half; development of PCs within stable exchange experiences versus a 
change exchange experience; development of the newcomer PC versus insider PC. 
7.4.2 Limitations and research suggestions 
The moderating potential of social accounts was investigated using multiple 
independent tests of related hypotheses, in order to explore effects at a dimensional 
level of the PC. This analysis approach introduced family-wise error, which was 
managed using an adaptive false discovery rate criterion chosen because it offers 
greater power to the analysis than other family-wise error rate controlling procedures 
(Benjamini & Hochberg, 1995; 2000). However this increased power is achieved 
with less strict control over Type I errors than other techniques such as Bonferroni 
(Neyman & Pearson, 1928; Dunn, 1961) or Šidák (Šidák, 1967) procedures offer, 
which is a potential limitation of the results. Future research might consider 
alternative approaches to investigating the moderating potential of social accounts, 
which do not require correction for family-wise error at all. For example, Bayesian 
multilevel modelling which shifts estimates toward each other rather than holding 
them stationary as classical procedures do, make the comparison appropriately 
conservative without compromising either confidence or power (Gelman, Hill, & 
Yajima, 2012). 
The chosen statistical approach of employing difference scores to assess 
temporal change carries limitations. While it a common approach in organisational 
research, difference scores are criticised for a variety of methodological issues 
including potential increases in both Type I and Type II errors (Edwards, 2001). 
Future research is recommended to employ alternative approaches such as 
polynomial regression, which is argued to provide more comprehensive results than 
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difference scores can deliver despite the practical limitation of requiring large 
samples for sufficient statistical power (Edwards, 2002). 
A potential theoretical limitation of this study was an assumption of the 
presence of social accounts in the moderated model. The measure of social accounts 
taken was a measure of social account adequacy—how satisfied the employee was 
with the social accounts given to them. However, the practical possibility exists that 
an employee did not receive any social accounts, and thus could be neither satisfied 
nor dissatisfied with their adequacy. Future research might consider more specific 
measures of social accounts, and a differentiation between their presence and 
adequacy. 
The measurement of social accounts was also a potential limitation for the 
within-subjects design of this study. The measure taken was a global measure of the 
employee’s generalised experience regarding social accounts, applied to PC change 
at specific dimensional levels. More specific measures of social accounts, targeted to 
the dimensional levels captured, may have produced more explicit measurement of 
social accounts as they pertained to each dimension. The general measure potentially 
overlooked or diluted the effect that dimension-specific social accounts may have 
had on the results. Future research might explore alternative measurement options. 
This study investigated associations between ER fulfilment and PC 
development at the dimensional level. Seven dimensions were selected for 
investigation, based on Rousseau’s (2000) conceptualisation and measurement model 
of the PC. This study’s findings indicated social accounts might be most influential 
upon trust-related dimensions. Accordingly, for a broader understanding of the full 
potential of social accounts as a moderator to PC development, future research might 
consider measuring additional dimensions also, such as ideological obligations.  
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The focus of this research was the association between employer fulfilment 
and PC obligation development, moderated by social accounts. Future research might 
also investigate this relationship with PC breach in place of fulfilment. Fulfilment 
and breach are distinct constructs with nonlinear effects on contract outcomes 
(Conway et al., 2011; Vantilborgh, 2012). The evidence found in this study to 
support the moderating role of social accounts in PC development suggests social 
accounts are a valuable factor to consider in PC development. Events of breach are a 
well-evidenced trigger to PC obligation change (Zhao et al., 2007). The potential 
moderating role of social accounts in the PC breach-obligation change relationship 
may yield valuable insights not only to PC development but also to ongoing PC 
management. 
Finally, future research might explore the social accounts moderated 
relationship between EE fulfilment and PC development. Findings from Chapter 6 of 
this thesis indicated that ER and EE fulfilment are both association with PC 
obligation development but in different ways. Social accounts as a dialogue between 
employer and employee with regards understanding the terms of the PC and any 
required changes to these, would likely influence employee obligations as much as 
employer obligations. Investigation of this, along with differences between the two, 
would again lend insight to the development of newcomer PCs. 
7.4.3 Conclusion 
This study has offered evidence that ER fulfilment is critical to newcomer PC 
obligation development, and that social accounts mediate this relationship 
particularly for those obligation dimensions representative of employee trust. In their 
meta-analysis of the effects of explanations, Shaw et al. (2003, p. 453) concluded, 
“explanations are vital in contexts with instrumental, relational, and moral virtue 
implications, and when outcomes are unfavourable”. Social accounts offer 
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organisations a tangible and overt mechanism for establishing an explanatory 
dialogue with employees in situations where the ability to fulfil employer obligations 
is compromised. Further, social accounts offer the opportunity to lift the PC beyond 
a framework for understanding employment relationships and into a practical method 
for managing expectations and change. 
 
 
  
NEWCOMER PSYCHOLOGICAL CONTRACTS 300 
 
Chapter 8: Discussion 
This dissertation explored newcomer PC development by revealing the 
structure and socialisation processes underpinning the construct. Three key questions 
informed this study: What is the best fitting factor structure of the PC, what are the 
relative influences of four key socialisation processes onto newcomer PC 
development, and what are the temporal contributions of each of these onto the PC’s 
identified structure? A schematic model of proposed relative temporal influences of 
socialisation mechanisms onto newcomer PC development was presented in Figure 
1.1. Elements of this model were then tested and results presented through five 
research chapters, using a three-sample research design. Table 8.1 presents a 
summary of the hypotheses tested in each research chapter with concluded findings.  
8.1 Key Findings and Theoretical Implications 
This study identified a seven-factor structure for newcomer PCs (Chapter 4). 
This was inconsistent with hypotheses tested in Chapter 4 (Hypotheses 1-4, refer 
Table 8.1). Previous research findings had generally supported a higher-order two- or 
three- factor structure reflective of typologies derived from the relational-
transactional continuum (Rousseau, 1989; 1990; refer also Section 1.3.3). The 
current study utilised data from multiple organisational contexts. The failure to find a 
higher-order type structure may be explained by Conway and Briner’s (2009) 
argument that the interpretation of PC content is derived from context, and as such 
content typologies of the PC cannot be expected to be cross contextual. The seven-
factor structure found in this study reflected the lower-order dimensional structure of 
Rousseau’s (2000) conceptualisation and measurement of the PC. The failure to find 
support for a higher-order typology suggests content-based categorisation of the PC 
along the relational-transactional continuum may not be the most appropriate for 
measurement and investigation of newcomer PC development. 
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Additionally, subsequent analyses performed in this study using the seven-
factor structure found these seven dimensions operated differently in terms of their 
associations with and outcomes from various developmental factors (Chapters 5-7). 
Further, these dimensional differences in associations and outcomes did not represent 
the PC typology most commonly found in the literature, being three higher-order 
types of Relational, Balanced, and Transactional PCs. For example, the dimensions 
Loyal and Stable from a content typology perspective reflect a Relational PC type 
(Rousseau, 2000). However, in Chapter 5 this study found employer Stable 
contributed significant unique variance to the set of employee obligations while 
employer Loyal did not, indicating differences may exist within the Relational PC 
with regards associations between dimensions. In the same chapter, exploration of 
which employer dimensions contributed the greatest relative importance to the set of 
employee obligations found dimensions high on tangibility were significantly more 
important than dimensions lower on tangibility. This finding reflected feature based 
rather than content-based differences in obligations.  
Chapter 7 of this study revealed further differences at the dimensional level 
which were better explained through features rather than content category of the 
obligations. Specifically, social accounts were found to moderate the relationship 
between ER Fulfilment and five of the seven obligation dimensions, but these varied 
between employer and employee obligations. The moderated relationship was 
present for employer dimensions that featured stability, narrow scope, and self-
beneficiary outcomes, while the moderated relationship was present for employee 
dimensions featuring longer timeframes and mutually beneficial outcomes.  Chapter 
6 also evidenced differences between employer and employee obligation dimensions 
in response to various socialisation factors, indicating that the obligated party is a 
key feature of PC structure beyond mere content type. Together, these findings 
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suggest that the complex nature of PCs might better be investigated from a low-order 
dimensional or a feature-based perspective rather than a type or higher-order content-
based one which may overlook critical differences within the development process of 
PC obligations. 
Conclusion #1: Dimensional or feature-based approaches to 
measurement of the PC, rather than content-based typologies, may 
yield deeper understanding of newcomer PC development. 
The conclusion that content-based typologies may not be the most insightful 
or reliable approach to investigation of newcomer PC development, holds 
ramifications for ongoing research of PC development. In recent decades, a primary 
research focus has been on PC content and content development (Conway & Briner, 
2009; Rousseau, 2011). Shifting focus to PC features, and how such features are 
established, affected, and altered by various PC experiences, may yield more 
generalised understanding of newcomer PC development than do content-based 
approaches. This would require a change in perspective and shifts in measurement 
within PC research. With the extant literature’s emphasis on PC type and content 
development, a dominance of content-based measures has emerged alongside a loss 
of attention onto broader contract features (Conway & Briner, 2009; Rousseau, 2005; 
2011; Rousseau & Tijoriwala, 1998). With endless possibilities for PC content, it has 
proved difficult to define both PC measurement and theoretical structure. Feature-
based measures offer the opportunity to conceptually tighten definitional and metric 
boundaries. This may bring increased rigour and insight to investigation of 
newcomer PC development. 
Throughout this research evidence has been consistently offered differences 
between employer and employee obligations, with respect to both their development 
processes and their associations with various development factors. Chapter 5 
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(Hypotheses 7-8 and exploratory analyses, refer Table 8.1) provided evidence that 
the relationships between employer and employee obligation dimensions were not 
simple linear ones, suggesting the two PC halves may function differently. Chapters 
6 and 7 found employer and employee obligation dimensions responded differently 
to various socialisation factors. Specifically, while Chapter 6 did not support 
hypotheses that distinguished between organisation-focused and referent-focused 
socialisation factors (Hypotheses 9-12), additional exploratory analyses found 
evidence for differences in the influence of socialisation factors based on both time 
(differences between Samples) and obligation party (differences between employer 
and employee obligations; refer Table 8.1). Chapter 7 tested a group of hypotheses 
exploring the social account moderated relationship between fulfilment and 
obligations (Hypotheses 13-16), to find support for an association between ER 
Fulfilment and both employer and employee PC obligation dimensions which was 
moderated by social accounts only for employer obligations.   
Together, these findings suggest the reciprocal nature of social exchange 
within the PC is not as simple as the like-for-like reciprocation suggested by social 
exchange and norm of reciprocity theories (Blau, 1964; Gouldner, 1960; Rousseau, 
1989; 1995). This finding supports previous research demonstrating employees 
prioritise obligation level balance over content reciprocity (Hattori & Morinaga, 
2011; Herriot et al., 1997; Payne et al., 2015; Robinson et al., 1994). However, 
where previous research considered the balance in level between employer and 
employee obligations, the current research considered differences between employer 
and employee obligations not in terms of level, but in terms of dimension association 
and development. Such an approach had not been previously explored in the 
literature.  
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The findings from this new line of research extend the literature conclusions 
that balance is more important than reciprocity (Conway & Briner, 2009; Shore et 
al., 2004), by offering insight to the nature of what is balanced. The analyses in 
Chapter 5 revealed that employer and employee obligation dimensions, while 
displaying a general association, were not related in a simple linear like-for-like 
content match. Further, differences in relative importance between various employer 
obligation dimensions onto the set of employee obligations evidenced that some 
employer dimensions were more influential than others, suggesting that to balance a 
PC an employee would not necessarily need to address all content areas between 
employer and employee obligations equally, but rather could focus on those most 
pertinent or influential to the overall PC. This suggests that while overall levels of 
obligation are related, and employees may indeed seek balance between these, the 
dimensions by which they achieve balance may be different for employer versus 
employee obligations. That is, overall balance may be achieved within the PC not 
necessarily by matching the employer and employee obligations on specific content 
obligations, but by matching employer and employee obligations on dimensional 
features that may or may not reflect content similarities.   
Chapter 7 lent further insight and found that the social-accounts moderated 
relationship between employer fulfilment and PC obligations was present for 
different dimensions of employer than for employee obligations (Hypothesis 14, 
refer to Table 8.1). Inspection of these dimensions revealed a theme of trust-based 
obligation offerings, which appeared as different content dimensions for employer 
versus employee obligation. The moderated relationships based on a feature of trust 
again indicates that to address balance within a PC, an employee does not necessarily 
seek equality in content between employer and employee obligation but rather 
addresses the balance of obligation dimensions most representative of trust for each 
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party. From these findings, this thesis posits that reciprocity may not need to entail 
obligations that are matched in kind but rather obligations that have equitable value 
to each party of the exchange. Balance in reciprocated value, rather than balance in 
reciprocated content, may therefore be the driving motivation behind newcomer PC 
development. 
Conclusion #2: Employer and employee obligations function and 
develop differently, likely guided by a need for balance in 
reciprocated value from exchanged obligations. 
The study findings supported for the role of PC fulfilment as consistently the 
most relatively important development factor for both employer and employee 
obligations. Exploratory analyses conducted in Chapter 6 found employer fulfilment 
was significantly more relatively important than other factors to employer 
obligations, while both employee and employer fulfilment were relatively more 
important to employee obligations. Additionally, Chapter 7 found employer 
fulfilment to drive all PC dimensions, for both employer and employee obligations 
with one exception (Hypothesis 13). These findings provide evidence of the role of 
PC fulfilment as both a consistent and critical one for newcomer PC development, 
consistent with current literature understanding (e.g. Morrison, 2002; Rousseau, 
2011; refer also to Section 1.4.3). Further, the literature does not always include 
employee fulfilment as a research variable in PC development studies; this study’s 
findings imply a clear and important role for employee fulfilment in PC 
development, both developmentally and contextually.  
Fulfilment has long been accepted as a key development factor to the PC due 
to its central role within the social exchange premise of the construct, supported by 
studies evidencing its influence on PC obligations (Hattori & Morinaga, 2011; 
Rousseau, 2011). Where this study contributes insight beyond the existing literature 
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is to be the first study to evidence the importance of fulfilment relative to other 
development factors. The finding of fulfilment as a primary development factor to 
newcomer PC development holds two key theoretical implications. First, it reinforces 
the conceptualisation of the PC as a reciprocally driven social exchange process 
(Rousseau, 2011).  Second, it repositions the research question of how newcomer 
PCs develop away from a process perspective focused on antecedent identification 
toward an adaptive perspective focused on shaping and interpreting fulfilment 
experiences. 
Conclusion #3: Fulfilment is an important and driving factor in 
newcomer PC development, and is relatively more important than 
any other development factor tested in this study. 
The relative influence of organisational socialisation factors onto newcomer 
PC development was found in this study to decrease with tenure (exploratory 
analyses Chapter 6, refer to Table 8.1). This is consistent with previous research that 
has shown the presence and influence of socialisation tactics, newcomer proactivity, 
and PC-related information seeking behaviours all decrease after the first few months 
of employment (e.g. Cooper-Thomas & Anderson, 2002; 2005; De Vos & Freese, 
2011; Kammeyer-Mueller et al., 2013). This finding emphasises the influence social 
factors have on PC development, highlighting their particularly critical role in 
newcomer PC development. The Chapter 7 finding of the moderating role of social 
accounts in PC obligation development also underlines the strong influence social 
factors exert on PCs, as do other studies (e.g. De Vos et al., 2003; Ho & Levesque, 
2005; Thomas & Anderson, 1998). Together, these findings add weight to calls in the 
literature for increased integration of PC and organisational socialisation literatures 
to better understand PC development (e.g. Bauer & Erdogan, 2011; Tomprou & 
Nikolau, 2011). Further, the finding of a decrease in relative importance of 
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socialisation factors over time implies adjustment-based stages of development may 
be useful to investigation and conceptualisation of newcomer PCs. Parallel to the 
evidence this research offers supporting the theoretical role of socialisation in early 
newcomer PC development, practically this research also investigated and found 
support for the TASQ (Thomas & Anderson, 1998) as a valuable and stable 
measurement instrument for use within PC research (Hypotheses 5-6, refer Table 
8.1).  
Conclusion #4: Organisational socialisation factors influence 
newcomer PC development during newcomer adjustment, after 
which their relative influence decreases. The TASQ is an 
appropriate and reliable measure of newcomer adjustment for use 
in PC research. 
Finally, in Chapter 7 this study explored and found evidence for a moderating 
role of social accounts in newcomer PC development via a set of four hypotheses 
(Hypotheses 13-16, refer Table 8.1). Specifically, social accounts were shown to 
moderate the relationship between employer fulfilment and both employer and 
employee obligation dimensions. This relationship existed for five of seven 
dimensions tested, and for different dimensions of employer versus employee 
obligations. Where moderated relationships existed, a common theme of trust 
emerged among those obligation dimensions involved. Where social accounts did not 
moderate the relationship, some main effects were found indicating a direct 
relationship between social accounts and PC development for certain dimensions. 
These findings are consistent with expectations derived from previous research 
evidencing predictive relationships between social accounts and employer fulfilment 
onto PC type (Lester et al., 2007), and evidencing social accounts to moderate 
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perceptions of injustice and trust (Frey & Cobb, 2010; Lee & Robinson, 2000; Sitkin 
& Bies, 1993).  
The support found for the role of social accounts in newcomer PC 
development raises salient ramifications for PC theory. First it confirms and 
highlights the role social accounts has previously been suggested to play in PC 
management (Lester et al., 2007; Turnley et al., 2003; Rousseau & Tijoriwala, 
1999). Second, for the first time it provides evidence for the influence of social 
accounts onto newcomer PC development. Third, it emphasises the role of trust 
between employer and employee in maintaining and sustaining PCs (Agarwal, 2014; 
Agarwal & Bhargava, 2014; Guerrero et al., 2014) offering social accounts as a key 
mechanism for exploring the role of trust in the context of PC development. Fourth, 
it illustrates the ability of social accounts to interact with fulfilment experiences, 
inferring its potential as a moderator to both PC development and change in response 
to instances where fulfilment cannot be achieved or is potentially interpreted as a 
contract breach (Morrison & Robinson, 1997). Finally, through the support it brings 
to a socially constructed process of PC development, it opens the wider possibility of 
other social exchange and socialisation mechanisms as moderators to the primary 
development relationship between fulfilment and PC dimensions. Further support for 
this last point comes from Chapter 6, where organisational socialisation factors failed 
to find unique predictive contributions, but collectively contributed alongside PC 
fulfilment to significant models predicting newcomer PCs.  
The implications outlined here around the moderating role of social accounts 
all support the conceptualisation of the PC as socially constructed schema, 
reinforcing Rousseau’s (2003) observation of “the value [to PC theory] of greater 
attention to schema formation” (p. 229) and echoing Conway and Briner’s (2009) 
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lament that much PC research fails to appropriately measure the ‘exchange’ part of 
social exchange. 
Conclusion #5: Social accounts moderate the relationship between 
employer fulfilment and obligations featuring trust, influencing 
the employee’s interpretation and development of PC-related 
schema in response to fulfilment experiences. 
8.2 Theoretical Development and Key Contributions 
In Chapter 1, a schematic model of the relative temporal influence of social 
exchange mechanisms onto PC development was proposed based on findings from a 
literature review. This model incorporated four key features: a temporal component 
to development, a focus on development via socialisation, integration of social 
exchange mechanisms, and separation of employer and employee obligations. Based 
on the key findings of this study and the conclusions drawn and presented above, a 
modified theoretical model of newcomer PC development via structure and 
socialisation is now proposed and presented in Figure 8.1. This model retains the 
four key features of the original model, with the constructs rearranged in response to 
the research findings. 
This thesis has identified newcomer PC development to be a socially 
influenced, adaptive, and interactive process in which employees continually 
evaluate fulfilment experiences with the aim to maintain balance in the value 
received by each party to the exchange. This value may be different in terms of 
content for the employer versus the employee, and thus the two structural halves of 
the PC may develop independently with related features. The proposed model shown 
in Figure 8.1 predicts that: 
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x Evaluation of PC fulfilment experiences involves continual updating and 
interpretation of PC-related schema, which is heavily influenced by 
socialisation experiences and exchanges. 
x Organisational socialisation plays a more important role in schema 
development and interpretation when newcomer adjustment is low, with 
its influence decreasing as newcomers adjust over time. 
x Social accounts are a key mechanism by which fulfilment experiences are 
interpreted with regards their ability to build, maintain, and where 
necessary reinstate relationship trust. Its influence likely increases over 
time. 
x Socialisation experiences influence the newcomer’s interpretation of 
fulfilment experiences and reciprocated value, which in turn influence 
development of employee and employer obligations. 
x The content of employee and employer obligations may develop 
independently of each other, but will be associated through shared 
features. 
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Figure 8.1. Proposed conceptual model of newcomer PC development via structure 
and socialisation, based upon key findings and conclusions from this thesis. 
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This thesis offers three key contributions to the literature. First, it has 
highlighted differences in newcomer PC development at the dimensional level, 
challenging the value in approaching PC research with exclusive focus on content 
type-level behaviour or outcomes. Instead, a focus on PC features and a distinction 
between employer and employee needs and values within the exchange is 
recommended. Conway and Briner (2009) identified a key challenge within PC 
literature to be that “psychological contract theory provides very little guidance 
about the specific links between what employees offer and what the organization 
offers in return” (p.112). The question needs to be asked, is it necessary, helpful, or 
even possible to identify specific content linkages beyond specific social contexts? 
This is especially important given that this thesis has found that employer and 
employee obligations, while related, are distinct in their operation and development. 
This thesis has suggested and demonstrated that PC features and a focus on 
identifying equivalent value to exchanges between parties, and consequently offer 
more potential for understanding the generalised structure and development of PCs—
and further offers greater applied value, through the identification of stable and 
consistent features that remain present and desirable across all work contexts. 
Second, this thesis has demonstrated PC fulfilment to be the most consistent 
and dominant development factor (of those tested) to newcomer PCs, and that the 
influence of socialisation factors is less and temporally variable. The literature’s 
proposed social antecedents to PC development had not previously been integrated, 
and were found to offer a comparative assessment of developmental factors. 
Identification of fulfilment as a primary development mechanism for newcomer PCs 
guides future research to focus on identifying and understanding the socialisation 
factors that might influence PC development alongside and in context of fulfilment 
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experiences. Indeed, this thesis posits that greater theoretical and applied value may 
lie in understanding how socialisation factors influence interpretation of fulfilment 
experiences, rather than how they directly shape obligation content development. 
This is a determinedly schema-orientated view of the psychological contract and 
provides a potential approach to answering a second key literature challenge outlined 
by Conway and Briner (2009): determining how PCs are implicitly negotiated. As 
Conway and Briner note, very little research has focused on the negotiation of PCs, 
and the two primary mechanisms that have been put forward to explain PC 
negotiation, being psychological contracting (Herriot & Pemberton, 1995) and 
i-deals (Rousseau, 2001; 2005), address only explicit exchanges. Socialisation 
processes in the context of fulfilment experiences may be valuable research avenues 
to explore to understand both the explicit and implicit continually renegotiated 
process of PC development (Schein, 1988). 
Third, this thesis has demonstrated social accounts to play a moderating role 
on the relationship between employer fulfilment and newcomer PCs. Social accounts 
have been noted in the literature for their potential value to PCs, both theoretically 
and practically (e.g. Lester et al., 2007; Rousseau, 2005; Turnley et al., 2003). 
However, this is only the second study to directly investigate their role in PC 
functioning and the first to do so with regards newcomer PCs. Social accounts hold 
immense potential value to the PC framework. Their theoretical placement within 
theories of PC development and change may help advance exploration of the PC as a 
process by encouraging researchers to focus on the sequenced interactions and 
exchanges between employer and employee that facilitate PC development and 
change. Social accounts, due to their overt and tangible nature, may also facilitate 
practical application of the PC framework by providing managers with a device by 
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which to affect and engage directly with what is an individually held, intangible 
construct.  
In addition to these three major contributions, this thesis also offers support 
and adds its voice to existing calls in the literature to i) increase consideration of PC 
development as an adaptive and dynamic process of continual exchange (e.g. De Vos 
et al., 2003; Bankins, 2015), ii) integrate PC literature with other socialisation-based 
literatures such as organisational socialisation, social accounts, and social network 
literatures (e.g. Bauer & Erdogan, 2011; Ho, 2005; Tomprou & Nikolau, 2011) and 
iii) raise focus onto the employee side of the PC via research involving employee 
obligations and fulfilment (e.g. Conway & Briner, 2005; 2009; Delobbe et al., 2015). 
8.3 Practical Implications 
While the PC has long been offered as a practical framework for 
understanding contemporary employment relationships (Latornell, 2007) its value to 
practitioners, will ultimately be proven through its ability to guide action—not just 
understanding. The findings and conclusions of this thesis offer a number of practical 
implications that enable active management, and not just understanding, of PCs. 
First, the distinction this study found between employer and employee 
obligation dimensions carries a caution for practitioners not to assume that what they 
offer will be what they get in return. The idea that employees seek balance in 
reciprocated value, not content, within the employment exchange implies 
organisations must carefully articulate both what they offer employees and what they 
expect in return. Importantly, organisations must recognise that what the employee 
values and what the organisation values may be different, and these differences in 
value should be considered when articulating employment expectations. This holds 
practical implications for managers developing employee value propositions to 
attract and engage talent, as it suggests the more effective employee value 
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propositions will be those that articulate clearly both employee and employer 
expectations.  
The suggestion in this thesis that socialisation processes offer an avenue for 
better understanding of how PCs are negotiated carries two practical implications. 
First, it positions the PC to managers as a framework for continual negotiation of the 
employment relationship via socialisation processes and events. This moves the PC 
beyond a framework that helps managers understand contemporary employment 
relationships, to a framework that helps managers tangibly negotiate the terms of 
employment relationships. As part of this framework, specific socialisation processes 
may emerge as practical tools by which managers can affect PCs. Second, as this 
study found a temporal component to the role of certain socialisation processes in 
newcomer PC development, it suggests management of PCs requires careful 
selection of those socialisation mechanisms best positioned to i) affect specific 
dimensions of the PC, or ii) affect the PC dependent upon the newcomer’s level of 
adjustment. 
Identifying that PC management may require different approaches depending 
on level of newcomer adjustment, and that organisational socialisation is particularly 
influential to PC development early on in newcomer adjustment, highlights the 
opportunity organisations have to design early socialisation strategies that actively 
shape desirable PCs. One example is beyond the usual focus on role tasks and 
organisational processes, induction materials might also address employment 
expectations around culture, development support, and management interactions with 
staff, and on-boarding activities might involve a range of existing organisational 
members beyond the immediate manager and work team. Similarly, the interactionist 
perspective adopted by organisational socialisation researchers (Gruman et al., 2006) 
and evidenced in this study with regards PC development, should likewise encourage 
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practitioners to create socialisation strategies, forums, and activities that facilitate 
interactive negotiation and interpretation of PCs. For example, conducting regular 
Q&A forums with groups of new and existing employees that also offer 
organisational networking opportunities for employees to discuss various aspects of 
their employment experience. Indeed, the emphasis this study has placed on the 
socially constructed development nature of PCs implies that employees will not be 
passive recipients to management choices or changes regarding their employment 
relationship. They will require social experiences and exchange to interpret and make 
sense of these changes before accepting, modifying, or rejecting PC terms (e.g. 
De Vos & Freese, 2011; Ho & Levesque, 2005; Thomas & Anderson, 1998). 
Organisations seeking to proactively manage and shape PCs should seek to facilitate 
such opportunities or risk removing themselves from the PC dialogue. 
Finally, this study highlighted that actions do speak louder than words, and 
employees adapt PCs primarily in response to fulfilment experiences. This implies 
that consistently follow-through on obligations is possibly the most important 
management action for supporting healthy and sustainable PCs. However, words 
retain a role in helping employees understand and interpret fulfilment experiences. 
Social accounts have been shown in this study to moderate employee responses to 
fulfilment experiences. Social accounts lend themselves intuitively to the practical 
management of PCs, as they offer managers a tangible and overt way of managing 
PC negotiations.  
8.4 Study Limitations 
This study experienced a number of methodological limitations, outlined in 
detail in Section 2.4. The longitudinal design of the study led to issues of attrition 
and a change in HR practices in several of the partner organisations hampered 
linkage of some cases between samples. Further, the design choice to capture 
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demographic variables in the first sample meant this information was unavailable for 
unlinked cases in Samples 2 and 3. With the inclusion of employees from multiple 
organisations, unfortunately the nested data structure could not be fully identified 
and thus not ideally managed. As a result, the standard errors of estimated 
parameters may have been in some cases overestimates (Cohen et al., 2003). 
Similarly, the inability to link all cases across samples meant that the ability to 
conduct repeated measures analyses was limited. Consequently, many of the 
intended repeated-measures analyses, such as latent growth modelling, were unable 
to be conducted. This severely impacted the original prospective longitudinal study 
design. Working within the limitations of the data achieved, the study was still able 
to achieve one repeated measures analysis (Chapter 7), with all other analyses 
modified to time-ordered cross sectional designs which meant the data could not be 
applied to true longitudinal analysis of temporal change (Hassett & Paavilainen-
Mäntymäki, 2013). Sample size and power were particular issues for Sample 3, 
despite best efforts to improve this sample size (refer Section 2.2). As a result, the 
sample failed to meet appropriate size and power recommendations for all analyses. 
While the decision was made to nevertheless use this Sample in some analyses, this 
was done acknowledging that the decision carried a reduction in statistical power and 
increased probability of experiencing an increased risk of type II error (Field, 2009). 
Section 2.4 discussed the implications of these methodological limitations and 
proposed recommendations for future research to avoid similar pitfalls in 
longitudinal methods.  
Three limitations are noted with regards the measures employed in this study. 
First, fulfilment was measured as a continuous variable asking how well one party 
had fulfilled or lived up to its commitments and promises. While a common 
approach to fulfilment measurement, the content validity of such measures has been 
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questioned in the literature due to the absence of explicit reference to social 
exchange (Colquitt et al., 2014). Further, such measures assume sufficient 
experience has been gathered for the employee to conclude if either party has 
fulfilled its obligations. In a sample of newcomers this raises a possibility that the 
measure did not appropriately capture the new employee’s fulfilment experience. 
Similarly, the PCI was chosen and validated as the measure for PC obligations. 
Again, while a common measure in the literature, the item phrasing has been 
criticised as operationalizing general obligation exchange rather than schema-based 
reciprocal promises around how each party will behave within the exchange 
(Conway & Briner, 2009). As this study was concerned with the development of PC-
related schema, restricting operationalization of this to general content-focused 
obligations statements may have failed to fully capture the developing nature of 
newcomer PCs. Future research might employ alternative measures, such as feature-
based or qualitative measures, to better extract the future-based reciprocally natured 
schema of the PC. Finally, the measure of social accounts taken was one of social 
account adequacy, which assumed the presence of social accounts in order to be 
found adequate or inadequate. However, as social accounts are publicly 
communicated explanations of events (Lee & Robinson, 2000; Sitkin & Bies, 1993) 
this may be a flawed assumption dependent upon the organisational culture and 
opportunity for employers to deliver social accounts. Future research should explore 
the possibility of alternative measures of social accounts, or methods for testing the 
assumption of their presence before measuring adequacy.  
Finally, this study made certain theoretical choices that may have limited the 
overall study. First, a choice was made to define and measure the PC from the 
individual perspective only. Given the emphasis and findings of this study centred 
upon socialisation and newcomer PC development as a socially constructed process, 
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this choice potentially limited the insights achieved. Additionally, since 
measurement was thus limited to self-report data, the study may have overlooked 
implicit elements of the PC that the newcomer was unaware of or unable to articulate 
via self-report (Conway & Briner, 2009). Second, a theoretical choice was made to 
explore newcomer PC development restricted to content that fell along the relational-
transactional continuum (Rousseau, 2000; refer Section 1.3.3). This choice was made 
to define the study scope and focus the research questions onto PC development, 
rather than content range. However, in excluding alternative PC dimensions, such as 
ideological obligations, this study may have overlooked important development 
nuances. To fully explore newcomer PC development future research may wish to 
include additional dimensions or adopt a broader feature-based approach to both 
theory and measurement.  
8.5 Questions for Future Research 
Extending from the theoretical development and contributions offered by this 
thesis and discussed above, and building on the recommendations for future research 
offered throughout this dissertation, new questions arise for future research to 
address.  
First, this research did not align to the previous measurement structure of the 
PC. Accordingly, the results found in this study of a seven-factor structure for the PC 
require replication.  Following successful replication, experimental validation of the 
research conclusions is then recommended via a manipulated social experiment. For 
example, future research might consider randomly assigning a number of workplaces 
to various socialisation conditions in order to observe how this shapes newcomer PC 
development. If the newcomer PC is socially constructed—as both previous research 
and this thesis suggest—does this introduce a requirement to capture perspectives of 
the PC and related development factors, from sources other than the individual? 
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While the PC is held at the individual-level perspective, if the perspectives of others 
shape it then researching multi-level perspectives may offer a more holistic and 
objective appraisal of the newcomer PC development process. This raises two further 
questions: which individuals or parties are best placed to provide perspectives, and 
are those perspectives best sought independently or studied through focus groups that 
bring parties together for ‘live’ social construction of the newcomer PC? 
At a methodological level, the question of what is the optimal way to 
operationalise and measure newcomer PC development remains to be answered. The 
measurement debate has and continues to abound in PC literature (Conway & Briner, 
2005; 2009; Rousseau, 2011; Rousseau & Tijoriwala, 1998). Content measures are 
thought to be most useful in addressing how obligations develop (Rousseau, 2011). 
However, there are arguments against the cross-context generalisability of PC 
content (Conway & Briner, 2009) and feature-based assessments have been 
recommended as better positioned for comparative studies investigating differences 
or shared attributes among PCs and their development (Sels et al., 2004; Rousseau, 
2011). This current research, with its finding of a seven-factor measurement structure 
of the PC and evidence of development differences at a dimensional level suggests 
future research should revisit the measurement debate within the context of 
newcomer PC development. 
Further, the issue of time and which time points are most relevant remains 
problematic, both in longitudinal research generally (Hassett & Paavilainen-
Mäntymäki, 2013) and in PC literature where there are no established protocols. This 
study chose three measurement points (0, 6, and 12 months), the selection of which 
held various theoretical and methodological implications that may need to be 
considered and countered in future research. For example, a methodological 
implication from selecting three measurement points is that the complexity of latent 
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growth functions that are able to be estimated afterwards is limited compared to a 
study design that includes more than three measurement points (Duncan & Duncan, 
2004). A theoretical implication is the assumption that 6-month measurement 
intervals are the most appropriate for observing changes in variable relationships 
across time. However, this thesis has suggested measurement times may be more 
useful for understanding newcomer PCs when they are based on newcomer 
adjustment, rather than tenure. Future research is recommended to considered this 
choice when investigating newcomer PC development via socialization. For 
example, a measure of relative tenure (Rollag, 2004) or similar representation of 
newcomer adjustment might offer deeper insight to the critical turning points in 
psychological contract development. 
Process research is another alternative for investigating the model of 
newcomer PC development proposed in this thesis (Figure 8.1). Process research is a 
method of longitudinal research that “attempts to provide detailed descriptions of 
social settings, employing contextualized, situational and subjective information…to 
produce temporal accounts of interaction and change” (Hassett & Paavilainen-
Mäntymäki, 2013, p. 10). Given the central premise of this thesis is newcomer PC 
development as an adaptive and interactive process heavily informed by the value-
assessment and socialization experiences of employees, process research offers the 
ability to both test this position and further explore the integration and 
interdependencies of the model constructs with regards to newcomer PC 
development.  
A further question to pose for future research, is around what are the 
boundaries to the influence of social accounts on PC development? Exploration of 
the full range of potential social account relationships—moderated, direct, with 
which predictor variables, onto which outcome dimensions—would serve to both 
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confirm and extend the preliminary findings of this study. Similarly, identification of 
the circumstances under which social accounts do or do not influence newcomer PC 
development is required. Operationalization and measurement of social accounts 
needs to be carefully considered, to avoid the assumption that social accounts are 
present. Social accounts also need to be differentiated as a distinct construct or as a 
mechanism for trust. For example, is social account adequacy merely an 
operationalization of trust? Further integration of social accounts and PC literatures 
is required to explore these questions. 
Finally, a decision was made to exclude breach from the study analyses 
despite including it in the original theoretical model (Figure 1.1.). This choice was 
made to define the study scope and focus the research questions on newcomer PC 
development. Breach research abounds in the literature, and it is widely evidenced as 
a trigger for PC change (Zhao et al., 2007). Further, breach is considered to be a 
cognitive assessment of unmet promises as comparatively unfair (Morrision & 
Robinson, 1997). Yet studies with newcomers have shown instances of breach 
trigger change but not necessarily perceptions of injustice (Payne et al., 2015)—
which questions whether newcomer employees are experiencing breach at all. Future 
research might consider either breach’s unique contribution to newcomer PC 
development or its combined influence alongside the other variables tested in this 
study. The support found for social accounts suggests consideration of the 
relationship between breach, socialisation factors, and PCs is particularly important 
to investigate. To achieve a fully integrated model of newcomer PC development, 
future research will need to include breach as a variable of interest. 
8.6 Conclusion 
Understanding newcomer PC development is critical for the advancement of 
PC theory and the transition of the PC from a theoretical framework into an applied 
NEWCOMER PSYCHOLOGICAL CONTRACTS 325 
 
management tool. This thesis explored the structure and social exchange mechanisms 
contributing to temporal development of newcomer PCs. Several key findings 
emerge which offer the literature new support and novel insight to the development 
of newcomer PCs via a socially constructed, interactive, and adaptive process. A 
reconceived perspective of PC social exchange based on reciprocated value was put 
forward, with the suggestion that fulfilment experiences, informed by socialisation 
experiences, are the primary development factor to newcomer PCs. The potential 
applied value of PCs is high, but requires further conceptual and developmental 
clarification before it evolves from a framework of understanding, into a framework 
for action. 
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Appendix A: The Survey Instrument 
Psychological Contract Inventory 
Consider your relationship with your current employer. Please indicate your answer 
to each question on the following scale: 
1  2  3  4  5 
Not at all       To a great extent 
 
To what extent has your employer made the following commitment or obligation to 
you? 
1. Providing a job only as long as the employer needs me 
2. Showing concern for my personal welfare 
3. Having limited involvement in the organisation 
4. Supporting me to attain the highest possible levels of performance 
5. Providing opportunity for career development within this firm 
6. Helping me develop externally marketable skills 
7. Offering secure employment 
8. Making no commitments to retain me in the future 
9. Being responsive to my personal concerns and wellbeing 
10. Training me only for my current job 
11. Helping me respond to ever greater industry standards 
12. Providing developmental opportunities within this firm 
13. Providing job assignments that enhance my external marketability 
14. Providing wages and benefits I can count on 
15. Providing short-term employment 
16. Making decisions with my interests in mind 
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17. Providing a job limited to specific, well-defined responsibilities 
18. Supporting me to meet increasingly higher goals 
19. Offering advancement within the firm 
20. Offering potential job opportunities outside the firm 
21. Providing steady employment 
22. Providing a job for a short time only 
23. Showing concern for my long-term wellbeing 
24. Requiring me to perform only a limited set of duties 
25. Enabling me to adjust to new, challenging performance requirements 
26. Providing opportunities for promotion 
27. Providing contacts that create employment opportunities elsewhere 
28. Providing stable benefits for all employees’ families 
 
To what extent have you made the following commitment or obligation to your 
employer?  
1. Being able to quit whenever I want 
2. Making personal sacrifices for this organisation 
3. Performing only required tasks 
4. Accepting increasingly challenging performance standards 
5. Seeking developmental opportunities that enhance my value to this employer 
6. Building contacts outside this firm that enhance my career potential 
7. Committing to remain with this organisation indefinitely 
8. Having no future obligations to this employer 
9. Taking this organisation’s concerns personally 
10. Doing only what I am paid to do 
11. Adjusting to changing performance demands due to business necessity 
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12. Building skills to increase my value to this organisation 
13. Building skills to increase my future employment opportunities elsewhere 
14. Planning to stay here a long time 
15. Planning to leave at any time I choose 
16. Protecting this organisation’s image 
17. Fulfilling a limited number of responsibilities 
18. Responding positively to dynamic performance requirements 
19. Making myself increasingly valuable to my employer 
20. Increasing my visibility to potential employers outside the firm 
21. Planning to continue working here 
22. Feeling under no obligation to remain with this employer 
23. Committing myself personally to this organisation 
24. Only performing the specific duties to which I agreed when hired 
25. Accepting new and different performance demands 
26. Actively seeking internal opportunities for training and development 
27. Seeking assignments that enhance my employability elsewhere 
28. Making no plans to work anywhere else 
 
Overall, how well do you perceive that your employer fulfils its commitment to you? 
 
Overall, how well have you fulfilled your commitments to your employer? 
 
In general, how well do you perceive your employer lives up to its promises? 
 
In general, how well do you live up to your promises to your employer? 
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Thomas and Anderson Socialisation Questionnaire 
For the following questions, please focus on your experiences at your new 
organisation so far, and indicate your response on the following scale: 
 
Not at all 1 2 3 4 5 6 7 Totally 
 
1. I know how to get along with others in my team 
2. I know the characters of others in my team 
3. I enjoy spending time with others in my team 
4. Others in my team usually tell me the team gossip/ news 
5. Others in my team usually include me in social outings 
6. I can easily be identified as ‘one of the team’ 
7. I know who to trust in my team 
8. I have made some close friends in my team 
9. I feel that there is someone I can go to for advice related to training 
10. I have someone I feel comfortable going to if I need help preparing for an 
assignment or project 
11. I have someone I feel comfortable going to if I need help with personal problems 
12. I understand what my personal responsibilities are 
13. I know what my supervisor considers good performance 
14. I know the limits of my authority 
15. I know what behaviour is rewarded 
16. I know what it takes to do well 
17. I know what this organisation values 
18. I am familiar with the history of this organisation 
19. I know the internal structure of this organisation 
20. I have learnt how things really work at this organisation 
21. I am familiar with the unwritten rules of how things are done at this organisation 
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Social Accounts 
1  2  3  4  5 
Not at all       To a great extent 
 
In general, when decisions about my job are made, the implications of the decisions 
are discussed. 
 
In general, I am offered adequate justification for any decisions made about my job. 
 
In general, when decisions about my job are made, I am given explanations that 
make sense. 
 
In general, any decision made about my job is explained very clearly to me. 
 
 
Information Seeking  
Please indicate on the following scale the frequency with which you have engaged in 
the following behaviours during the past four weeks in order to obtain more 
information about what you can expect from your employer regarding [content 
area]: 
0                                   1                                   2                                   3                                  4 
          Never                         Once/twice                      Once a                    A few times                Almost  
                                               a month                          week                           a week                      daily 
 
1. Talk with a supervisor 
2. Talk with a mentor 
3. Talk with more senior colleagues 
4. Talk with other new employees 
5. Talk with senior managers 
6. Talk with people from the HR department 
7. Observe what others receive 
8. Pay attention to what colleagues expect 
9. Consult written materials 
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Content areas 
Career development opportunities 
Career development opportunities refer to any opportunities given to you to 
grow and advance in your field. This includes job training opportunities, skill 
development opportunities, off-the-job training opportunities (such as tuition 
reimbursement), opportunities for promotion and advancement in the organisation, 
career guidance and mentoring opportunities, and constructive feedback regarding 
development on performance reviews. 
Job content and specific work requirements 
Job content and specific work requirements refer to the extent to which your 
job is challenging, is interesting, provides autonomy, and entails responsibility, as 
well as the specific duties you perform in your work role. 
Social atmosphere 
Social atmosphere refers to the culture in your workplace. This includes how 
the organisation and other employees behave towards you (for example, you are 
treated with respect, courtesy and fairness), the support afforded to you (such as 
personal support from managers and peers) and the type and style of communication 
engaged in (such as open communication between management and employees, and 
supportive teamwork interactions). 
Work environment conditions 
Work environment conditions refer to the quality of working conditions at 
your workplace. This includes physical comfort (such as lighting and heating), 
provision of materials and equipment needed to perform your job, provision of the 
necessary resources required to perform your job, and adherence to and promotion of 
positive workplace health and safety behaviours. 
Financial rewards and benefits 
Financial rewards and benefits refer to your salary and any material benefits 
provided to you by the organisation (such as health benefits, paid time-off benefits 
and retirement benefits). These include rewards and pay based on or linked to your 
performance level. 
Respect for your private life 
Respect for your private life refers to the extent to which the organisation 
acknowledges and supports your private life. This includes affording benefits to your 
family (such as providing carer’s leave or including family members in health benefit 
schemes), providing personal support (such as through direct management support or 
access to employee assistance programs) and recognising the importance of 
achieving a healthy work–life balance (such as encouraging positive health 
behaviours and providing flexible work hours to meet family needs). 
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